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The problem of this study was to determine if there were any 
significant differences in morale between black and white 
teachers who remained and those who left low SES elementary 
schools and if the differences were reflected in their respective 
employment status. 
The sample consisted of 418 teachers in 30 low SES elementary 
schools in the DeKalb County School System (Georgia). All 
participants were full time teachers from kindergarten to grade 
seven. Data collection occurred during the end of the 1988-89 
school year. 
The instrument for measuring morale was the Purdue Teacher 
Opinionaire. This instrument consisted of ten separate morale 
factors. An additional questionnaire was distributed to collect 
demographic data: age, sex, race, years of experience, degree, 
grade level taught, and race of students. 
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Statistical analyses including median factor analysis, 
one-way and two-way analysis of variance, chi-square, Pearson's 
Correlation, and a step-wise discriminant function were employed 
to analyze the data. The researcher failed to reject three of 
the eight null hypotheses using the .05 level of significance. 
The statistical findings indicated that morale does not 
appear to be the best predictor of who will leave a job. The 
analyses revealed that the predictor variables, race, 
satisfaction with teaching, curriculum issues, and teacher salary 
accounted for only about 18 percent of the variance. Although 
these variables were not good at predicting teachers who 
resigned, they were very good (93.7 percent) at predicting who 
would remain. The findings further revealed that black teachers 
are more likely to remain in low SES elementary schools than 
white teachers. White teachers who remained had significantly 
higher morale than black teachers who remained. Teacher morale 
declined with age and years of experience and was higher for 
white teachers. Teachers who resigned had significantly higher 
morale than teachers who remained. 
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The problem of retaining good teachers as well as attracting 
new, highly-qualified prospective teachers is crucial. Several 
research studies have indicated that many school districts are 
expressing considerable concern over the retention of public 
school teachers (Chapman, 1983a; Berry, 1985; Haggstrom, Darling- 
Hammond, & Grissmer, 1988). Of ultimate importance to school 
district decision makers, state policy makers, and parents is the 
continuity in curriculum development and the provision of 
effective learning experiences for students. Low teacher 
retention can be detrimental to the overall teaching process. As 
the retention of teachers and the number of new teacher graduates 
become increasingly low, the future quality of education becomes 
increasingly threatened. Thus, it is imperative that school 
systems focus on identifying factors which may have the greatest 
influence on teacher retention. Knowledge of these factors could 
aid in the development of strategies to freeze the progressive 
decline in the number of teachers remaining in the teaching 
profession. 
Duttweiler (1987) identified several related issues which 
stimulate concern over factors that influence public school 
teachers to remain in the teaching profession: 
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1. Education reform goals for higher standards, higher 
salaries, and higher quality people to enter the teaching 
profession are in a race with a growing teacher shortage. 
2. Demographic, social, and economic conditions that once 
provided a ready supply of qualified teachers have 
changed. 
3. Large numbers of teachers are retiring or leaving the 
profession for other jobs. 
4. There are economic and image problems that make teaching 
an unattractive profession, (p. 152) 
These and numerous other educational issues force states and 
school districts to address the underlying conditions that 
discourage talented students from selecting a teaching career. 
These issues also cause beginning teachers to eventually leave 
the classroom. The elimination of conditions which contribute to 
teacher turnover may help to improve the recruitment and 
retention of capable teachers and improve the quality of teaching 
and learning. 
Several other trends are directly related to the considerable 
concern over the retention of teachers. First, the academic 
ability of those entering and staying in teaching is declining 
(Atkins, 1982; Dariing-Hammond, 1984). Research studies from the 
1920s through today have revealed that prospective teachers' 
scores on standardized measures have been lower than those of 
other college graduates (Sykes, 1983; Sanders, 1983; Schlecty & 
Vance, 1982). A study by Rosenholtz (1985) found that after six 
years, only 37 percent of teachers in the top 10 percent of 
measured verbal ability remained in the teacher work-force, while 
more than 60 percent of those in the lowest 10 percent were still 
teaching. 
One way to counteract this trend is to retain highly-qualified 
teachers who have demonstrated their ability (Chapman, 1983a). 
However, the fact that there are many more career options 
available to women than there were years ago may create some 
difficulty in teacher retention (Sykes, 1983). 
The rapid change in the working conditions of teachers is a 
second trend influencing concern over teacher retention. 
Teachers are exhibiting increasing dissatisfaction with 
educational policies and their working conditions which limit 
their classroom activities (Dariing-Hammond, 1984). Many 
teachers complain about excessive paper work and school policies 
which interfere with their families as well as eliminate their 
participation in social activities. Some teachers who are 
assigned to low socio-economic status schools far away from their 
homes feel that opportunities for mobility are severely limited 
or nonexistent. Chapman (1983) suggested that such feelings can 
create job dissatisfaction and attrition in the teaching 
profession. 
Substantial amounts of criticism, in the news media, of 
public schools and public school teachers is a third trend 
influencing concern over teacher retention. A Lou Harris (1984) 
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survey of 1,981 public school teachers in the United States 
teachers, found that 52 percent felt they were not respected by 
society. Teachers do not seem to have the status and esteem once 
afforded to members of the profession. Students manifest 
disrespect for teachers because of their parents' overt 
criticisms of teachers and schools. 
Teachers often contribute to this loss of prestige. 
According to Lang (1968), experts on recruitment problems: 
Teachers are all too frequently their own worst enemies. So 
many are not proud of their profession. They have been known 
to discourage competent individuals to enter the profession. 
They have complained, privately and publicly, about salaries 
and working conditions, but such complaints have not resulted 
in a positive change in the public attitude regarding their 
complaints, (pp. 18-19) 
Although Lang's assessment of teachers' contribution to the 
loss of prestige in the teaching profession was posited some 21 
years ago, current direct observation of teachers' attitudes 
about their profession reveals precisely the same feelings as 
described more than two decades ago. 
Another reason for current concern over the retention of 
teachers is the projected teacher shortage which is already felt 
in science, special education, and mathematics (Feistritzer, 
1983; Rothberg, 1984; Haggstrom et al. 1988). Products of the 
original 1946-1964 baby boom were projected to begin entering 
elementary schools about 1985, the high schools in the 1990s, 
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and the colleges by 1998 (Feistritzer, 1983; Frankel, 1982). It 
is postulated that constant concern with these and other 
morale-related factors (such as the relative decline in the 
purchasing power of teachers' salaries (Chapman, 1983a) adversely 
affect teachers' decisions to remain in or leave their careers as 
educators. 
In response to the projected teacher shortage, Harris (1985) 
concluded that the major strategies will include finding and 
enacting policies to: 
a. Retain current teachers at a higher rate, 
b. Attract greater numbers of college students into the 
profession, and 
c. Draw on the reserve labor force of certified and 
experienced former teachers, (p. 7) 
According to the Metropolitan Life Survey, a national survey 
of teacher attrition, the reserve labor pool is made up of recent 
former teachers, teachers who left for a new occupation more than 
five years ago, and teachers who are temporarily out of the labor 
force for various reasons (Harris, 1985; Haggstrom et al., 1988). 
The DeKalb County School System's 1989 interview report 
indicated that many of the prospects interviewed for teaching 
positions fell into the above categories. Perhaps immediate 
focus on the reserve labor pool may be a means of satisfying the 
demand for additional teachers. 
Whether one strategy is more effective or efficient than 
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another is difficult to predict. In terms of efficiency, 
however, one could debate that if we wish to retain our current 
teachers, it will be easier and more economical to do so before 
they leave rather than after they have left for new careers 
(Harris, 1985). 
The problem facing the DeKalb County School System (hereafter 
referred to as DCSS) is multifaceted. Not only must school 
officials contend with the increasing threat of a severe teacher 
shortage, numerous morale-related issues, and teacher attrition, 
but also that the DCSS is currently operating under a federal 
court order. The federal court order requires immediate 
compliance with Singleton requirements as dictated in Singleton 
v. Jackson Municipal Separate School District (1969) (cited in 
Pitts v. Freeman, 1988). Singleton requires that in order to 
reduce racial identifiability of a faculty, staff should be 
assigned so that the ratio of black to white teachers in each 
school is "substantially the same" as such ratio throughout the 
entire school system (Pitts v. Cherry, 1976). 
Because issues such as a school's socio-economic status, 
travel distance from home, grade level assignments, race of 
students and overall teacher morale are important to teachers in 
DCSS and the system's elementary teacher turnover is high, the 
retention of teachers has become a critical concern. An 
examination of DCSS's personnel records (1989) revealed that the 
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three factors which are most likely to influence Dekalb's 
teachers' decisions to remain in or abandon their teaching 
positions are: 
1. School's location in terms of distance from home. 
2. Socio-Economic status and race of students. 
3. Overall teacher morale 
A thorough investigation into related literature through 
several ERIC searches and selected research publications such as 
Education Index, American Psychology Association Journal, and 
Current Index to Journals in Education revealed that limited 
research had been conducted relative to the possible relationship 
between morale and the employment status of teachers. However, 
extensive related literature in the areas of job satisfaction, 
morale, teacher burnout, and teacher attitudes was available. 
The survey of the literature provided several studies on the 
problems of recruitment and teacher retention. Various studies 
had been conducted to determine factors which caused former 
teachers to leave their profession, but few studies were found 
that focused on the problem of the relationship between the 
morale of teachers and its affect on teachers' employment status. 
In the fall of 1988, during the Georgia Association of School 
Personnel Administrators (GASPA) conference, discussions among 
administrators disclosed that among many teachers in DCSS and 
other public school systems in Georgia, concerns over 
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morale-related issues are mounting. Of paramount importance, 
then, is the need to focus on the morale of current teachers and 
to determine as much as possible which morale factors may have 
the greatest effect on teachers' decisions to remain in or leave 
their classrooms. 
Although the judgement of former teachers may represent 
deeply informed yet independent points of view, policy makers, 
school personnel administrators, superintendents, and principals 
can place greater value on their efforts to create meaningful 
change when they discover that current and former teachers agree 
on strategies essential to the retention of quality teachers 
(Harris, 1985). 
Background of the DeKalb County School System (DCSS) 
Currently the largest school system in the State of Georgia, 
DCSS is located within a major metropolitan area with an 
approximate population of 530,000. The county, which has a 
median family income of approximately $34,705 (1988), is a major 
growth site for industrial development and has many universities 
and colleges in the area. The system's schools are located 
within urban, suburban, and rural areas and have approximately 
73,000 students of which 46 percent are white and 54 percent are 
black. Of DCSS's estimated 5,000 full-time certified teachers, 
approximately 2,256 are in elementary level positions; 70 percent 
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are white and 30 percent are black with "many holding master's 
degrees" (Discover DeKalb, 1988, p. 1). 
The single greatest issue that has caused the school system 
the most critical concern within the past ten years has been the 
issue of desegregation. DeKalb schools have been under a court 
order since 1969 when the Federal Court ordered the abolition of 
the "freedom of choice" plan and the establishment of a 
"neighborhood attendance" policy. During the 1970s, a voluntary 
"M-to-M" (majority to minority) plan was established; in the 
1980s several magnet schools were implemented, all for the 
purpose of achieving greater integration of students. In 1986, 
the DCSS moved to dismiss the case by having the system declared 
"unitary," thus ending 19 years of court supervision. 
The DCSS had eliminated most of the vestiges of the former 
dual system. However, plaintiffs in the case contend that DCSS 
had not complied with one of Singleton's requirements as dictated 
in Singleton v. Jackson Municipal Separate School District, 1969, 
(cited in Pitts v. Freeman, 1988). The plaintiffs maintained that 
the DCSS failed to follow the requirements that "principals, 
teachers, teacher aides and other staff who work directly with 
children in a school shall be so assigned that in no case will 
the racial composition of a staff indicate that a school is 
intended for Negro students or white students" (Singleton, 1969, 
cited in Pitts v. Freeman, 1988, p. 30). The court found that 
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the DCSS had not complied with Singleton with regard to 
assignments of minority faculty nor with the court's 1969 order 
which required reassignment of teachers to eliminate the effects 
of the dual school system. 
Although the system had achieved uni tari ness with regard to 
the areas of student assignments, transportation, physical 
facilities, and extra-curricular activities, the court would not 
declare that the DCSS had achieved unitary status until it is in 
compliance with Singleton. In June, 1988, Judge William C. 
O'Kelley ordered the school system to implement a plan by 
September, 1989 to achieve compliance with Singleton with regard 
to both teacher and principal assignments. Therefore, it is 
imperative that strategies be developed to increase the retention 
of teachers in the DCSS as well as attract qualified black and 
white prospective teachers. 
Rationale 
School districts are expressing considerable concern over the 
retention of teachers primarily because of the increasing threat 
of a serious teacher shortage. Between now and 1995, over one 
million teaching positions will have to be filled (Haggstrom et 
al. 1988). Not only is the number of new teacher graduates 
declining, but those few who are entering the teaching field do 
not possess the higher level academic skills which characterize 
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outstanding teachers (Chapman, 1983b). If the intellectual 
quality of teachers declines, a poor quality of education will be 
the alarming result. The retention of highly qualified teachers 
already in the schools may help offset this trend. 
Considering that a major priority in the 1980s is a 
commitment to quality in education and in all society as well 
(Murphy, 1985), the widely held belief that the most talented and 
qualified teachers leave the profession much more frequently than 
other teachers is quite disturbing (Harris, 1985; Chapman & 
Green, 1986; Seyforth & Bost, 1986; Schlecty, 1981; Armstrong, 
1984). Since teachers play a vital role in our educational 
system, quality teachers would appear to be a major component of 
"quality education" (Murphy, 1985). In addressing the importance 
of teachers in obtaining excellence in education, Mary Futrell, 
Secretary/Treasurer of the National Education Association in 1983 
and President in 1984 said in her testimony to Congress that the 
National Association agrees with The Nation At Risk report, 
"Excellence in education cannot be achieved until society as a 
whole recognizes the contributions and importance of teachers to 
the process," (Futrell, Hearings, June, 1983, p. 13). 
A high quality and successful system of educating the 
nation's children is the ultimate goal of the teaching 
profession; therefore, it is essential that this country's 
youngsters be guided by competent, well-qualified, conscientious 
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and caring teachers who have a genuine commitment to a career as 
a teacher. In order to attract teachers with such qualities and 
personal commitment to remain in teaching, it is of vital 
importance that educators focus attention on the underlying 
factors which impact the morale of teachers as well as influence 
their decisions to remain in or leave the teaching profession. 
Claude Fawcett (1964) emphasized that high or low teacher 
morale is not a constant phenomenon and varies from employee to 
employee. Periodic review of morale in an organization is 
important for the revising or redirecting of personnel procedures 
and policies. According to Fawcett (1964): 
Morale is the general term used to describe the extent to 
which an individual has actually identified his own personal 
hopes, desires and ambitions with the goals of the 
organization for which he works. In this sense, high morale 
is a term used to describe the individual's willingness to 
stay with the organization, to exert the maximum effort to 
complete the tasks assigned to him, to develop his skills, 
attitudes and knowledge so that he can be of greater service 
to the organization, and to study the problems of the 
organization to the end that it can more nearly accomplish 
its goals, (p. 115) 
The DCSS was selected as the system of investigation because 
(a) it is the largest system in the State of Georgia, (b) it 
offers the highest beginning teacher salary and one of the most 
outstanding personal benefit packages, (c) it has a high turnover 
rate among elementary school teachers, and (d) it has an urgency 
to develop strategies to retain its teachers. This urgency to 
retain teachers is primarily due to a need to maintain its 
13 
reputation for providing exceptional learning opportunities for 
boys and girls, and also because of the threat of a severe 
teacher shortage, mounting teacher concerns about morale-related 
issues, and the requirements of a federal court order. While 
this study is limited to one system, it is anticipated that it 
will provide a basis for understanding what must be done to 
increase the retention of teachers in one of the "best" and 
largest public school systems in the southeast region. 
Statement of the Problem 
The problem that this study examined was that of employment 
status, whether a teacher remained in or resigned from a teaching 
position in the DCSS. Specifically, a comparison between black 
and white teachers in low SES elementary schools and how their 
employment status related to their morale was examined. 
During the 1987-88 school year in DCSS, 299 of the 2,256 
full-time certified elementary teachers resigned from their 
positions. This number represents approximately 14 percent 
turnover among elementary teachers. Of those teachers who left 
their positions, 79 percent were white and 21 percent were black 
(DCSS Board Report, 1988). The National Center for Educational 
Statistics (1986) reported an estimate of a six percent overall 
rate of teacher turnover, while in the DCSS any elementary school 
with an annual turnover rate of 10 percent or more is considered 
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as a school with a high degree of attrition (DCSS Personnel, 
1989). 
Based on certain information disclosed in the resignees1 exit 
interviews, some prevalent reasons why teachers resigned from 
their positions include: school's location is too far from home; 
principals do not provide adequate support of teachers; paperwork 
is excessive; teachers can earn full salary credit for experience 
in other systems; students are not motivated by their parents; 
and students and their parents do not respect teachers (DCSS 
Personnel Records, 1988). 
Elementary teachers employed with DCSS have also expressed 
many of the morale-related concerns in employee conferences, 
staff meetings, inservice and planning sessions, and in informal 
groups. Inadequate focus on the reasons why teachers have left 
their positions may have contributed to high attrition among 
elementary teachers. 
Since teacher recruitment programs and employment procedures 
are becoming less effective as tools for building a stable and 
diversified faculty, it is important to examine the mobility 
patterns of teachers to determine the degree of retention rates, 
and subsequently, to identify and understand the causes for 
unusually high turnover rates, if they exist. 
The primary method used was an analysis of opinionaires and 
questionnaires from a stratified random sample of teachers who 
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have remained in low SES elementary schools and those who have 
left. Participants were selected to complete the Purdue Teacher 
Opinionaire (PTO) which delineates some of the more frequently 
expressed teacher concerns and a questionnaire on selected 
demographic variables. The opinionaire includes ten (10) morale 
dimensions: Teacher Rapport With Principal, Satisfaction With 
Teaching, Rapport Among Teachers, Teacher Salary, Teacher Load, 
Curriculum Issues, Teacher Status, Community Support of 
Education, School Facilities and Services, and Community 
Pressures. 
The demographic questionnaire includes the following selected 
variables: sex, age, years of experience, race of students, race 
of teacher, degree earned, and grade-level taught. The 
selection, development and testing of all instruments is 
described in detail in Chapter III. The diagram below shows how 
these variables were related. 
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Statement of the Purpose 
As a key person in educating young people, the intelligent, 
well-qualified, conscientious and caring teacher should be 
encouraged to make a career in education based on personal 
commitment, good working conditions, economic security, high 
professional status, and a high level of job satisfaction 
(Murphy, 1985). 
The purposes of this study were: 
. To determine if there were significant differences in 
morale, as measured by the Purdue Teacher Opinionaire, 
between black and white teachers in low SES elementary 
schools, and if those differences were reflected in their 
respective employment status. 
. To identify those PTO factors which may have the greatest 
influence on teachers' decisions to remain in or leave 
their positions. 
. To determine if there is a significant difference in the 
levels of morale within groups of black teachers and white 
teachers who have remained in and those who have left low 
SES elementary schools. 
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. To ascertain whether or not a relationship existed between 
morale factors and total morale scores and employment 
status. 
. To determine if the demographic variables of the teachers 
(sex, age, years of experience, race, degree, race of 
students, and grade level taught) were significantly 
related to teachers' morale and employment status. 
. To provide school decision makers with a basis for 
understanding what must be done to develop an intervention 
designed to selectively attract good teachers to remain in 
teaching. 
Significance of the Study 
The public education system in the United States is 
confronted with a serious teacher shortage (Haggstrom et al. 
1 y88; Feistritzer, 1983). Thus, the retention of experienced, 
well-qualified teachers is even more crucial now and in the 
future. Not only is the education system threatened by the 
increase in teacher shortages, but also the nation's schools are 
in a state of flux and concerns about teacher quality are 
escalating. According to Frankel (1982), projected educational 
statistics indicate that the number of students in grades one 
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through eight will increase in the late 1980s. The upswing in 
the preprimary population, which has already been steadily 
increasing, is projected to reach elementary schools after 1985 
(Feistritzer, 1983). As a result, there has been a gradual 
increase in elementary school enrollments. Nursery school and 
kindergarten enrollments are projected to increase from 5.2 
million in 1980 to 6.9 million in 1990 (Frankel, 1982). In 
January, 1989, Dekalb County's personnel department received 
authorization to add a new kindergarten position in four (4) 
schools due to an increase in enrollment. However, the added 
positions remained vacant for several months because of an 
insufficient supply of teachers. 
There has been a decline in the proportion of college 
students selecting a major in education since 1970 (National 
Education Association [NEA], 1983). The National Institute of 
Education in its 1984 report, "The Condition of Education," 
estimated that by 1992 the United States will have 34% fewer new 
teacher graduates than are needed to satisfy the demand for 
additional teachers (Harris, 1985). 
Although Astin, Green, and Korn (1987) posited that a slight 
upsurge in the percentage of college freshmen expressing interest 
in education majors and careers has been noted since 1983, the 
numbers are still much smaller than a decade earlier. 
Additionally, no one can be certain of how many of these students 
will eventually choose teaching. 
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The projected teacher shortage, low salaries, inadequate work 
environments, poor teacher/administrator relationships, 
increasing levels of job dissatisfaction, and public criticism of 
schools are some of the morale concerns relative to retaining 
quality teachers in education (Dariing-Hammond, 1984; Harris, 
1985; Duttweiler, 1988). Frankel (1982) purported that if these 
projections are accurate, the public schools will experience a 
teacher shortage. As perceived by Haggstrom et al. (1988), and 
Feistritzer (1983), the teacher shortage will be a crisis 
situation in the near future. 
One reasonable response is to concentrate on retaining the 
teachers already serving before they leave, rather than hoping to 
attract them back after they have walked out the door and 
accepted new jobs (Harris, 1985). 
Ernest L. Boyer (1983), in "High School: A Report on 
Secondary Education In America," said: 
Whatever is wrong with America's public schools cannot be 
fixed without the help of those teachers already in the 
classrooms ... to talk about recruiting better students 
into teaching without examining the current circumstances 
that discourage teachers is simply a diversion, (p. 154-155) 
Research which has addressed the salient factors associated 
with teacher retention in more than an anecdotal way is quite 
inadquate (Chapman, 1984). Until recently, an insignificant 
collection of models or theories have been offered to explain 
teachers' decisions to leave or remain in teaching (Chapman, 
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1984). Therefore, it is most important to focus interest on 
variables which impact teachers' decisions to leave or remain in 
the teaching profession. 
Research Questions 
1. Is there a significant difference between the morale of 
black teachers and the morale of white teachers who have 
left low SES elementary schools in DeKalb? 
2. Is there a significant difference between the morale of 
black teachers and the morale of white teachers who have 
remained in low SES schools in DeKalb? 
3. Is there a significant difference in morale between black 
teachers who have remained and black teachers who have 
left low SES elementary schools? 
4. Is there a significant difference in morale between white 
teachers who have remained and white teachers who have 
left low SES elementary schools? 
5. Is there a significant difference in the employment 
status of black teachers and the employment status of 
white teachers in low SES elementary schools in DeKalb? 
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6. Is there a significant difference between black and white 
teachers who have remained and those who have left low 
SES elementary schools on each of the morale factors as 
identified by the Purdue Teacher Opinionaire? 
7. Is there a significant relationship between morale and 
employment status (resigned and remained) of black and 
white teachers in low SES elementary schools in DeKalb? 
8. Is there a significant relationship between total morale 
scores and certain demographic characteristics (sex, age, 
race, years of experience, degree, grade level taught, 
and race of students taught) of teachers in low SES 
elementary schools in DeKalb? 
Definition of Terms 
To facilitate the understanding of this study, the following 
definitions, as selected and defined in the Purdue Teacher 
Opinionaire, will apply: 
Teacher Rapport with Principal - Deals with the teacher's 
feelings about the principal. (Measured by PTO items #2, 3, 
5, 7, 12, 33, 38, 41, 43, 44, 61, 62, 69, 70, 72, 73, 74, 92, 
93, 95.) 
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Satisfaction with Teaching - Pertains to teacher 
relationships with students and feelings of satisfaction with 
teaching. (Measured by PTO items #19, 24, 26, 27, 29, 30, 
46, 47, 50, 51, 56, 58, 60, 76, 78, 82, 83, 86, 89, 100.) 
Rapport among Teachers - Focuses on the teacher's 
relationships with other teachers. (Measured by PTO items 
#18, 22, 23, 28, 48, 52, 53, 54, 55, 77, 80, 84, 87, 90.) 
Teacher Salary - Pertains primarily to the teacher's feelings 
about salaries and salary policy. (Measured by PTO items #4, 
9, 32, 36, 39, 65, 75.) 
Teacher Load - Deals with such matters as record-keeping, 
clerical work, community demands, extra-curricular load, and 
keeping up-to-date professionally. (Measured by PTO items 
#1, 6, 8, 10, 11, 14, 31, 34, 40, 42, 45.) 
Curriculum Issues - Solicits teacher reactions to adequacy of 
the school program in meeting student needs and in preparing 
students for effective citizenship. (Measured by PTO items 
#17, 20, 25, 79, 88.) 
Teacher Status - Samples feelings about prestige, security, 
and benefits afforded by teaching. (Measured by PTO items 
#13, 15, 35, 37, 63, 64, 68, 71.) 
Community Support of Education - Deals with community 
understanding and willingness to support a sound educational 
program. (Measured by PTO items #66, 67, 94, 96, 97.) 
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School Facilities and Services - Concerns the adequacy of 
facilities and efficiency of procedures for obtaining 
materials and services. (Measured by PTO items #16, 21, 49, 
57, 59.) 
Community Pressures - Relates to community expectations 
regarding a teacher's personal standards, participation in 
outside school activities and freedom to discuss 
controversial issues in the classroom. (Measured by PTO 
items #81, 85, 91, 98, 99.) 
Other Definitions 
Employment Status - Means whether teachers remained in or 
resigned from the DeKalb County School System. This status 
was determined by an examination of personnel records of the 
school system. Employment status was determined as of the 
end of the 1989 school year. 
Retention Rate - The ratio, expressed as a percent, of the 
number of teachers who continue as teachers in the elementary 
schools the following year to the total number of teachers 
that were in the elementary positions at the beginning of the 
first of these two years. (Note: retention rate = 100 
percent minus turnover rate.) 
Turnover Rate - The ratio, expressed as a percent, of the 
number of teachers who leave or separate from elementary 
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positions before the next school year to the total number of 
teaching positions in the elementary schools at the beginning 
of the first of these two years. 
Teachers - Any certificated personnel employed full-time and 
whose major activity is classroom teaching (kindergarten 
through grade 7). 
Morale - Refers to the professional interest and enthusiasm 
that a person displays toward the achievement of individual 
and group goals in a given job situation—operationally 
defined as the total score to indicate a general level of 
morale on the Purdue Teacher Opinionaire (PTO). 
Demographic Variables - Personal information about teachers 
(age, years of experience, race, degree held, employment 
status [indicates those teachers who have remained in or left 
the system], grade-level taught, and race of students taught). 
Socio-Economic Status - The level of income of the families 
of students in a school. 
Low Socio-Economic Status Schools - The researcher considered 
any school with more than 20 percent of its students 
receiving free or reduced lunch as a low SES elementary 
school. 
26 
Limitations of the Study 
1. The study researched only morale factors of classroom 
teachers in elementary schools as they may relate to 
teacher employment status. 
2. Because the study involved only one school system, the 
DeKalb County School System in Georgia, findings may not 
be generalized to a broader population. 
3. The data on levels of morale was based only on the 
perceptions of teachers as measured by the Purdue Teacher 
Opinionaire. 
4. A limitation existed in giving an attitude-type 
questionnaire, namely, a disparity often exists between 
what people say and what is actually fact. 
Assumptions Inherent in the Study 
1. Responses will honestly indicate a respondent's true 
feelings related to morale factors on the Purdue Teacher 
Questionnaire. 
2. Inferences can be made based on the levels of morale and 
their relationship with selected demographic variables as 
to the factors which may have the greatest influence on 
the employment status of teachers. 
3. Inferences can be made based on the levels of morale and 
their relationship with selected demographic variables as 
to the group of teachers more likely to remain in or 
leave teaching in a low SES elementary school. 
CHAPTER II 
REVIEW OF THE LITERATURE 
Initial concern over high rates of turnover is dated more 
than sixty years ago. William Elsbree, a pioneer in the study of 
teacher turnover conducted his work as early as 1928. Since 
Elsbree's pioneering effort, teacher turnover has been the object 
of much research. However, the vast majority of these studies 
have examined rates of turnover. While turnover rate studies are 
most salient for projecting staffing needs and indicating current 
trends, they offer limited direction to the practitioner faced 
with the task of reducing high turnover rates at the local 
level. On the value of the United States Office of Education 
turnover rate studies, White (1966) wrote: 
This kind of study does not provide data as to the variables 
which can be manipulated by local administrators to increase 
the retention of quality teachers. If the rate of retention 
could be increased, then the operating cost could be greatly 
reduced. Consequently, the utility of research in this area 
is readily apparent, (p. 177) 
Based on this premise, the review of literature examines 
studies of turnover group characteristics and turnover causation 
as related to morale and the retention of teachers. This chapter 
begins with a historical presentation of four major works on 
teacher morale and morale as it relates to productivity and 
retention of the work force. 
Teacher retention studies in the 1950s and early 1960s were 
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launched primarily because of teacher shortages. Nearly four 
decades later, our nation once again faces a serious shortage of 
teachers in certain regions and a projected nationwide shortage 
for the early 1990s (Feistritzer, 1983; Dariing-Hammond, 1984; 
Hawley, 1986; Haggstrom, Dariing-Hammond, & Grissmer, 1988). 
Among the numerous factors predictive of teacher turnover, the 
escalating morale-related issues are forcing school districts to 
determine the morale-factors which influence teachers' decisions 
to remain in or leave their teaching positions (Chapman, 1983b; 
Berry, 1985; Haggstrom et al., 1988). 
To reflect the similarities in the results of current morale 
studies to historical works, next a review of morale and job 
satisfaction research is presented. A review of studies of 
morale factors, as identified in the Purdue Teacher Opinionaire 
(PTO), affecting teachers and of studies which correlate 
demographic variables and teacher turnover is also included. 
Teacher retention is presented next and includes studies related 
to causes of teacher turnover and characteristics of those who 
remain in and those who leave teaching. The fifth section 
presents background facts and statistics on the projected teacher 
shortage. Finally, the summary highlights the major points in 
the review of literature. 
Several ERIC studies and a review of such professional 
anthologies as Buro's Books In Print, Education Index, and the 
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Current Index of Journals in Education were included in the 
literature search. There was limited material which focused on 
the relationship of morale to teacher turnover. Most of the 
studies examined were concerned with various factors which impact 
teacher morale and factors other than turnover which are affected 
by teacher morale. This study focuses on the morale of employees 
and how their morale affects their retention or turnover in 
selected low SES elementary schools in a specific metropolitan 
school system, the Dekalb County School System. 
Major Studies on Teacher Morale 
One of the first researchers to bring the topic of morale to 
the educational arena was Hoppock (1935) who administered four 
simple attitude scales to 500 teachers. He combined the results 
and identified those items that differentiated between high and 
low scoring teachers. That satisfied teachers enjoyed better 
relationships with administrators and co-workers was revealed in 
his results. 
Further interest in the area of teacher morale was inspired 
by Hoppock's work and resulted in a consideration of the topic 
from many perspectives. The literature identified studies under 
such titles as teacher attitudes and opinions, teacher beliefs, 
job satisfaction, teacher behaviors, and teacher morale. A 
variety of methods, including self-rating scales, questionnaires, 
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inventories, and other interview and observational techniques 
have been used to compile data. 
Chase (1951), in an early study designed to disclose the 
factors underlying morale, associated positive teacher morale 
with active participation in policy-making, the quality of 
professional leadership and supervision, freedom to plan one's 
own work, and job satisfaction. In his comprehensive study, 
Redefer (1957) commented that morale parallels job satisfaction 
with high satisfaction usually accompanied by high teacher 
morale. As a result of their research conducted over an eight 
year period, Bentley and Rempel (1970) inferred that numerous 
personal and situational factors influence teacher morale. They 
designed and validated the Purdue Teacher Opinionaire to measure 
morale as a function of ten of these factors. 
Morale - Productivity and Retention of the Work Force 
Since this study examined the possible relationship between 
the morale of black and white teachers and the decision to remain 
in or leave their positions in low SES elementary schools, a 
review of studies which discuss morale as it relates to 
productivity and retention is presented. 
Andrew W. Halpin (1966) discussed morale as it relates to 
productivity as follows: 
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Two points in particular should be made about the concept of 
morale. First, whatever it is, it is not a unidimensional 
concept. It has more than a single component, and each 
component can be defined best only in respect to the 
operations by which it is measured. High morale in respect 
to one component does not guarantee high morale in respect to 
another. Secondly, there is no necessary relationship 
between high morale and high productivity. An increase in 
morale may or may not be accompanied by an increase in 
productivity, and even where both rise together, it is 
extremely difficult to establish a casual relationship. Some 
higher productivity, for example, increases morale; or it 
improves morale that makes higher productivity possible. 
(pp. 33-34) 
Fawcett (1964) emphasized that morale, high or low, is not a 
constant phenomenon, and varies from employee to employee. For 
the revising or redirecting of personnel procedures and policies, 
periodic review of morale in an organization is important. 
Frederick Herzberg's "motivation-hygiene" theory identifies 
and discusses procedures required for the development of employee 
satisfaction on the job. Autonomy and interesting work or 
"motivators" tend to increase worker satisfaction. "Hygienic" 
factors such as interpersonal relationships, salary and benefits 
contribute to the reduction of employee dissatisfaction 
(Herzberg, Mausner, & Snyderman, 1960). 
Although most of the studies of morale addressed were 
conducted in business and industry and few studies focused on 
morale and turnover, much of this research indicated primarily 
that high turnover and low morale were interrelated. According 
to Goldenson (1970): 
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The worker with high morale likes his job, becomes personally 
involved in it, works close to his maximum and often has a 
lower absentee, accident, spoilage, and turnover rate than 
the worker with low morale. He also tends to work well with 
others, and shows a high degree of "team spirit." In a word, 
a worker's attitude, affect not only his output, but his 
total job adjustment, (p. 827) 
A study conducted by Thomas P. O'Conor (1973) examined the 
correlation between the retention of non-tenure teachers and 
their morale. O'Conor's conclusions found: 
In comparison with other professionals beyond the study, the 
teacher who terminates has significantly lower morale. He 
perceives teaching as a low-status occupation, feels 
overburdened in teaching load and does not express positive 
feelings about his relationship with the school principal. 
(p. 101) 
O'Coner also presumed that a teacher with low morale lacks a 
feeling of success in relationships with colleagues and is 
ambivalent about the profession. These impact a teacher's 
feelings about working conditions. 
The integration process has generated problems with teacher 
attitudes and morale. In 1970 in Indianapolis, Indiana, Everett 
W. Nicholson and Charles D. Robinson conducted a study using the 
Purdue Teacher Opinionaire to assess the impact of methods to 
achieve racially balanced faculties on teacher morale. The 
outcome of the opinionaire revealed that white teachers 
consistently scored lower morale than black teachers regardless 
of the integration procedure used, and teachers employed or 
transferred to achieve racial balance scored significantly lower 
than those who did not participate in the process. Regardless of 
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their ethnic identity, teachers employed especially to meet the 
goals of faculty diversification scored the lowest of all the 
groups. In most school systems, a range of morale exists for a 
variety of reasons; however, the Indianapolis study suggested 
that differences in cultural backgrounds, experiences, and hopes 
and expectations of teachers in any school situation do have 
influence on morale. The study also cited serious questions 
about the wisdom of employing and placing new personnel to 
achieve racial balance since that category of the sample had the 
lowest morale scores of all the subgroups regardless of their 
race (Nicholson & Robinson, 1970). 
In most school systems, the placement preference cannot be 
satisfied for all teachers. Preferred assignments are usually 
rationed by education and experience, the more experienced and 
educated teachers being awarded the best assignments. Greenburg 
and McCall (1974) published an article describing mobility of 
teachers in the San Diego School District between the 1970-71 and 
1971-72 school years. They discovered that new teachers tended 
to be assigned to low SES (socio-economic status) schools 
(schools serving a large number of children from needy families) 
and that teachers tended to transfer from low SES schools to high 
SES schools. An important outcome of these mobility patterns is 
that high SES schools had more experienced and highly educated 
faculties while low SES schools were staffed with young and 
comparatively inexperienced faculties. 
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Morale and Job Satisfaction 
For more than 50 years, researchers have been investigating 
the issue of job satisfaction in both industrial and educational 
environments (Dunnette, Campbell, & Hakel, 1967; Herzberg, 
Mausner, & Synderman, 1959; Hoppock, 1935). Despite this, Lester 
(1987) realized that we are as far away today from determining 
what constitutes job satisfaction as we were half a century ago. 
To understand teacher job satisfaction, it is essential for 
researchers to explore the nature of the educational work 
setting, as well as the characteristics of teachers themselves. 
The term "morale" and "job satisfaction" have been frequently 
used interchangeably. Researchers who have attempted to identify 
the factors related to morale have consistently discovered these 
factors are the ones related to job satisfaction (Bentley & 
Rempel, 1970; Dennis, 1973; Ellenburg, 1973; Gloster, 1975; 
Magoon, David, & Jordan, 1976; Magoon & James, 1978; Turk & Litt, 
1982; Klawitter, 1985; Cobb, 1986; Lester, 1987). 
Lester (1987), for example, surveyed 620 teachers from 
several New York counties to examine factors which might account 
for teacher job satisfacton. Of the 120 items generated, 
advancement, autonomy, colleagues, creativity, pay, recognition, 
responsibility, school policies, security, supervision, work 
itself, and working conditions were identified as factors which 
might account for teacher job satisfaction. Dennis Turk and Mark 
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Litt (1982) questioned 360 Connecticut teachers to identify 
factors which were related to job satisfaction. Of the 62 
sources, inadequate salary, parents' lack of interest, poorly 
motivated pupils, teacher dissatisfaction, lack of time for 
pupils, and low status of teaching surfaced as the most serious 
concerns. 
The aforementioned findings are supported by such studies as 
Collins and Nelson (1968), an NEA survey (1980), and more 
recently by Bill Ernest and Anne Tishier, two University of 
Montevalla (Alabama) professors. Ernest and Tishier (1984), 
using a computer-generated random sample of the more than 32,000 
members of the Alabama Education Association, mailed 
questionnaires to 550 teachers. 
The findings of Turk and Litt (1982) were confirmed in the 
spring of 1984 by the American Association of School 
Administrators (AASA). More than 300 administrators and teachers 
were interviewed by AASA to determine which factors were 
associated with low morale in the schools. In the AASA report 
entitled, Building Morale . . . Motivating Staff: Problems and 
Solutions, Ben Brodinsky incorporated day-to-day recognition, 
lack of professional autonomy, and involvement in schoolwide 
decisions. Similarly, Super and Hall (1978) identified job 
autonomy and involvement as serious issues in career retention 
across numerous fields. As per Super and Hall, job autonomy and 
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involvement along with financial compensation, are the criteria 
that individuals use to determine their career success. In those 
professions where the achievement of autonomy, job involvement or 
compensation is limited or constrained, individuals valuing these 
criteria will be more likely to leave the profession. 
Although most on-job site time is spent with students in the 
classroom rather than with other teachers and the principal, 
teachers have very little autonomy. Chapman and Hutcheson (1982) 
discovered that the teacher's autonomy is constrained by a 
"larger set of expectations within which the teacher must work" 
(p. 95). Teachers are expected to follow a curriculum, follow 
school policies relative to student-teacher relations, testing, 
promotion, class length, etc. Thus, "teachers are cut off from 
other colleagues and yet lack real autonomy, hence what first 
appears as autonomy may indeed be isolation" (Chapman & 
Hutcheson, 1982, p. 95). 
To evaluate the question, "Would individuals leaving teaching 
assign greater importance to job autonomy and salary increases 
than those individuals who continued to teach?" Chapman and 
Hutcheson (1982) surveyed 690 alumni from three Indiana 
universities. The sample consisted of elementary and high school 
teachers whose first jobs after graduation were as teachers. The 
findings revealed that those who left teaching identified salary, 
job autonomy, and the chance to contribute to important decisions 
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as the most salient reasons they left their position. This 
finding tends to corroborate the earlier speculation. Being 
alone in a classroom with students is not the usual meaning of 
job autonomy. 
According to Heath (1981), teacher morale may be 
deteriorating because intrinsic rewards for teaching no longer 
provide the satisfaction once experienced by teachers. High job 
morale, or "vocational adaptation,11 emerges from an optimal 
relationship between job adjustment and personal fulfillment. He 
asserts that today's low teacher morale suggests low vocational 
adaptation. In past years, teachers had higher vocational 
adaptation, regardless of low salaries, because they received 
intrinsic rewards from helping pupils develop, receiving 
community and parent respect, and achieving personal fulfillment 
in an ethically concerned profession. A multi state survey of 
vocational adaptation among 125 male and 125 female teachers in 
private elementary and secondary schools, together with other 
information, indicates that these intrinsic rewards are less 
effective today (Heath, 1981). Teachers' lower intrinsic rewards 
may contribute to their widespread thrust for higher extrinsic 
rewards, such as high salaries, but teacher morale remains low 
even when such rewards increase (Heath, 1981). 
Contrary to the results of other morale-related works, and 
even his own earlier studies, Harris (1987) reported a slight 
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upswing in the morale of the nation's teaching force during 
1986. From 81 percent to 85 percent said they were satisfied 
with their position. The proportion of teachers saying they were 
likely to leave the profession during the period from 1987-1992 
decreased by five percentage points, from 27% to 22%. According 
to Harris, improvements in morale appeared to be broad-gauged and 
not limited to a particular group of teachers. One group 
reflected the largest improvement in morale. Newer teachers who 
had taught less than five years shifted by 19 points and are now 
considerably less likely than formerly to think they will leave 
the profession by 1992. Harris asserted that there is no 
guarantee that the upturn in morale will be sustained in the 
future. He also cautioned that if momentum is lost, if 
priorities of policy makers shift to other areas, and if reforms 
and improvements are not carried through, then expect to see a 
future dip in teacher morale (Harris, 1987). 
Recent research studies focusing on teacher morale and the 
need for improvement strategies indicate that perhaps the upswing 
in teacher morale discovered by Harris in 1987 is losing its 
momentum and the need to determine levels of morale and establish 
strategies to increase and maintain it remains an ultimate 
concern of researchers (Lutz & Maddirala, 1987; Ginsberg, 1987; 
Sarros & Sarros, 1987; Grambs, 1987; Lawton, 1987; Hintz, 1987; 
Shumate, 1987; Newcomb, 1987; Lewis, 1988). 
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Studies of Morale Factors (Sub-dimensions in PTO) 
In research on job satisfaction, Frederick Herzberg (1966) 
labeled work environment variables "hygiene" factors. Examples 
are salary, benefits, schedules, interpersonal relations with 
supervisors and co-workers, and status of the work or 
profession. Herzberg's research proposed that if workers possess 
a negative view of the hygiene factors, then they may become 
dissatisfied, unproductive, and may eventually leave. Strangely 
enough, however, hygiene factors fail to provide for positive 
satisfactions through performance motivation; they simply prevent 
job dissatisfaction (Herzberg, 1966). 
Teacher Rapport with Principal. Teacher rapport with 
principal deals with the teacher's feelings about the 
principal--his professional competency, his interest in teachers 
and their work, his ability to communicate and his skill in human 
relations. 
Stimbert (in Stinnett, 1970) maintained that authoritative 
management style among principals contributed to teacher 
dissatisfaction and attrition. He believed that public school 
administrators are not cognizant of management strategies which 
stress participative rather than authoritative relationships with 
teachers because they spend too much time with "budgets, bucks, 
and babies." Participative relationships create changes in 
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personnel policies, specifically horizontal rather than vertical 
relationships, evaluation as a collaborative effort of both 
teacher and principal, and just and consistent policies for 
handling grievances. These changes ultimately result in higher 
morale, increased personal happiness, greater individual 
achievement, and more innovative behavior among teachers (Daft & 
Becker, 1978; Stimbert, in Stinnett, 1970). 
Research has shown that in schools where the administrator is 
perceived by teachers as frequently carrying out important 
functions in the school, teachers' attitudes toward work-related 
dimensions were found to be positive and displayed strong 
relationships to student outcomes (Ellett & Walbert, 1979). 
Nidich and Nidich (1986) in a study to determine factors 
contributing to teacher morale, showed that facilitative 
leadership, the degree of principal support for teachers' 
professional development, was found to contribute to the 
prediction of teacher morale. Supportive of the theoretical 
model proposed by Ellett and Walbert, this finding suggests that 
principal-initiated behavior has its major influence on the 
attitudes and behavior of teachers, subsequently affecting 
student development. 
Of the 444 randomly selected respondents who quit teaching in 
the Georgia public school system in 1980, Darden's (1981) survey 
indicated that 15.8 percent left because of poor administration 
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and 24.4 percent revealed that lack of support from 
administrators was a very important problem contributing to their 
leaving the public school. According to survey results, the 
school administration (the school's principals and assistants) is 
the number one operational problem of the public school system. 
Although there are numerous competent and hard working 
administrators in the public education system, the overall level 
of good management, as rated by the teachers surveyed, was 
disgracefully low. Over one out of four or 25.8 percent of the 
principals were rated as poor or very poor, and 21.8 percent were 
rated as only fair (Darden, 1981). Four years later, lack of 
administrative support continued to emerge as teachers' reasons 
for leaving teaching. A Lou Harris (1985) survey of former 
teachers in America revealed that 30 percent of current teachers 
cited reasons such as lack of administrative support and 17 
percent cited dissatisfaction with administrators as their main 
motivation to leave. 
Mahrer (1985) investigated the comparison of teacher morale 
scores obtained from the Purdue Teacher Opinionaire among four 
groups of teachers categorized according to their perception of 
their principal's leadership style. His findings indicated that 
teacher morale was highly related to teacher perceptions of their 
principal's leadership style. Perceptions identifying a mostly 
autocratic style consistently revealed the lowest morale 
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scores; perceptions identifying a mostly democratic style 
revealed the highest morale scores. 
Wimpelberg (1986) argued that connections between principals 
and teachers are critical in creating a positive school 
environment. This finding suggests that to the degree that 
career satisfaction indicates a positive school environment, the 
impact of contact between teachers and administrators is 
essential in elementary schools. 
Blase (1988), in his study of 124 teachers who described the 
impact of principal favoritism on their involvement in the 
school, reported 65 percent of the teachers indicated a negative 
effect, 24 percent reported no effect, and 11 percent described a 
positive effect on schoolwide performance. Teachers reported 
that principal favoritism affected their motivation and several 
quantitative (e.g., time) and qualitative (e.g., level of caring, 
interest) aspects of their involvement in extracurricula 
activities (e.g., club sponsorships, attendance at games, and 
dramatic events) as well as routine duties and responsibilities: 
"I found myself less interested and less willing to support 
school functions ... I never went an extra step ... I had an 
attitude of resentment and rebellion against any decision or 
suggestion made by the principal" (p. 164). 
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Satisfaction with Teaching. Satisfaction with teaching 
pertains to teacher relationships with students and feelings of 
satisfaction with teaching. According to this factor, the high 
morale teacher loves to teach, feels competent in his job, enjoys 
his students, and believes in the future of teaching as an 
occupation. 
McGregor (1957) was one of the first writers to recognize the 
importance of job satisfaction relative to organizational 
success. This importance was further corroborated during the 
1970s by a Special Task Force of the U.S. Department of Health, 
Education and Welfare in its report entitled "Work in America" 
(1973). This report discovered that employees with high job 
satisfaction, in contrast to their counterparts with low job 
satisfaction, tend to possess better physical and mental health, 
invest more time on the job, increase productivity, and complain 
less to company outsiders. The report appears to suggest "a 
happy worker is less likely to leave the organization" (U.S. HEW, 
1973, p. 5). 
In response to teacher complaints of job dissatisfaction, the 
remedy is usually to try to address the most apparent needs— 
salaries, excessive paper work, student discipline, 
student-teacher ratios, etc. (Helge & Marrs, 1982; Herbster, 
1982; Seifert, 1983; Nelson, 1983; Tamblyn, 1977). The nation's 
2.2 million teachers are younger, better educated, and better 
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paid than ever before; but many veteran teachers are found to be 
so dissatisfied with their job, they are leaving the classrooms 
in record numbers (NEA, 1980). In a 1980 survey of its members, 
the National Education Association generated these data. 
The teachers' disenchantment with their jobs was very 
noticeable in the NEA's survey responses. Only six in ten 
teachers said they planned to remain in teaching until 
retirement. About 37 percent of these teachers were positive 
they would re-enter the profession. The reasons for the 
disenchantment were not quite clear. Approximately 17 percent 
complained about student attitudes and discipline problems; 
another 17 percent cited incompetent administrators; and another 
14 percent criticized the heavy work load. 
Darden's (1981) research supported the NEA's findings. Of 
the 444 teachers surveyed in Georgia, 21 percent indicated that 
student discipline was a very significant problem contributing to 
their leaving the public schools. Although job frustration is 
somewhat universal in the work place, it appears to be 
particularly acute and severe among public school teachers. 
Singled out as a significant problem, student discipline could 
most likely be improved with better administrative support and a 
more realistic and practical approach to training future teachers 
(Darden, 1981). 
Trotter (1984), using the Teaching Likes and Dislikes Survey 
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(TLDS) designed to elicit two things that the teacher liked most 
about teaching and two things the teacher disliked most about 
teaching, surveyed 230 teachers who taught in a racially 
desegregated school system in Georgia. Of the 525 teaching like 
citations, his findings identified the most frequently 
teacher-reported teaching like as interaction with children. Of 
the 539 teaching dislike citations, the most frequently 
teacher-reported dislike was identified as paperwork. 
Lou Harris (1985), in his report on former teachers in 
America, supported Trotter's findings when he disclosed that 
satisfaction with teaching is no longer (for many teachers) a 
sufficient incentive to stay in teaching). Forty-seven percent 
of former teachers say they were satisfied but still left for 
other reasons. Discipline alone was cited by 15 percent of the 
former teachers. Working conditions rank as the second most 
important motivating factor, with 36 percent citing as their main 
reason for leaving such conditions as too much paperwork, too 
many non-teaching duties, and especially lack of input into 
educational decision-making as cited by 14 percent. 
Taylor (1986), conducted a survey on a randomly selected 
subject group of 586 certified elementary teachers that was 
stratified over the five regions of Florida's public schools. 
Over half of the subjects perceived the job factors of 
Advancement, Salary, and Personal Life as not contributing to 
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their job satisfaction. The job factors of Achievement and 
Interpersonal Relationship with Students were perceived by over 
90 percent of the subjects as contributing to their job 
satisfaction. 
Feistritzer (1985), in her Carnegie Foundation report, 
indicated that the data on job satisfaction for teachers are 
mixed. Although teachers are less satisfied than are working 
people in general, the vast majority (96 percent) said they loved 
teaching. Eighty-one percent of teachers indicated that they 
were somewhat satisfied with their jobs, and 40 percent were very 
satisfied. Eighty-seven percent and 52 percent were comparable 
figures for the working public. Of the data examined, 18 percent 
of teachers and 13 percent of the working public reported 
dissatisfaction with their jobs. 
Rapport Among Teachers. Rapport among teachers focuses on a 
teacher's relationship with other teachers. It emphasizes the 
teachers' attitudes regarding the cooperation, preparation, 
ethics, influence, interests, and competency of their peers. 
Teachers, in a study by Wesseling (1979), reported that 
frequent contact and interaction with other professional adults 
increased morale and provided ongoing inservice training. An 
individual teacher could see strategies working for others, thus 
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the exchange of teaching strategies and ideas was achieved on a 
professional basis. Wesseling further stated: 
In addition to the professional aspects of association, 
teachers developed a sense of rapport and a feeling of 
affection for one another. One teacher said that they were 
more like a family. Teachers felt less "closed in." They 
said that more space seemed available for use and that it was 
flexible in how it could be used. Teachers were able to 
share a greater variety of materials and equipment more 
economically because large quantities of a single item were 
not required; most respondents considered this a worthy 
advantage, (p. 87) 
A large number of the teachers also commented that sharing made 
teaching easier (p. 88). 
A number of studies indicated that teachers seek 
opportunities for close interaction with their professional 
colleagues (Wesseling, 1979; Jensen, 1981). Even when 
supervising help is available, teachers consider their peers to 
be their first source of professional help (Schonberger, 1986). 
Conversely, Lortie (1975) observed that teachers in the 
traditional classroom setting are often isolated and cut off from 
each other. Chapman (1983b) offered the support that at the high 
school level where teachers have a little more contact with 
colleagues, the relationship is stronger than at the elementary 
school level where teachers are more apt to have limited contact 
with each other. 
Blase (1988) revealed that when principals showed extensive 
favoritism, teachers described "deep splits," the formation of 
cliques, and increased conflict in the schools in which they 
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worked. This occurrence further complicates the construct of 
social integration among teachers, especially because of the 
considerable isolation of teachers from their peers. Driscoll 
and Shirey (1985), in their review of the literature, discovered 
that a lack of teacher co-worker interaction is associated with 
teacher dissatisfaction. Conley, Bacharach, and Bauer (1989), in 
their study on the work environment and teacher-career 
dissatisfaction, found that with regards to communication in 
schools where teachers have only periodic contact with 
supervisors and co-workers, contact was negatively associated 
with dissatisfaction only in the elementary schools. 
Teacher Salary. Teacher salary pertains primarily to the 
teacher's feelings about salaries and salary policy. Whenever 
teacher turnover is discussed, salary is frequently the first 
factor mentioned. The state of teacher salaries ten years ago 
was notoriously low. The April-May, 1980 issue of the NEA 
Reporter reported that teachers entered the 1980s with less 
buying power than they had ten years earlier. In the United 
States, the mean teacher salary had increased from $9,269 in 
1970- 1971 to $16,000 in 1980-1981, a gain of 73 percent, but the 
Consumer Price Index had also gone up 95 percent (Inflation, 
1980). When an increase in the cost of living increased over 20 
percent (Inflation, 1980), teachers had lost purchasing power and 
experienced a critical period for two years. 
50 
Concerns about the migration of high caliber teachers from 
the classroom to better paying positions in the private sector 
elicited numerous calls for increased teacher salaries to 
encourage outstanding teachers to remain in the profession (e.g., 
Boyer, 1983; Goodlad, 1983; National Commission on Excellence in 
Education, 1983). As Futrell (1984) acknowledged: "Every major 
national report on education released in 1983 stated strongly 
that raising teacher salaries should be a top, if not the top, 
priority of the educational reform movement" (p. 11). 
As a result, many states have recently improved salaries in 
order to attract more and better teachers. Teacher salaries, 
between 1980-1981 and 1985-1986, went up 43 percent in current 
dollars and 14 percent in constant 1985-1986 dollars. Among 
workers in general with four or more years of college, the 
increase during that five year period was 26 percent in current 
dollars, 10 percent in 1985-86 dollars (NEA, 1986). 
Since the NEA's 1980 report, almost ten years ago, the 
average salary for public school teachers has climbed from 
approximately $16,000 in 1980-81 to $29,567 this year ([NEA] 
cited in Ordovensky, 1989) an increase from $28,008 in 1988. 
Despite this increase, NEA President Mary Futrell argues that the 
97 percent increase from $15,032 over a ten year period indicates 
teachers are not gaining much. When the averages are adjusted 
for inflation, she says, the increase is 12.3 percent or barely 
one percent a year (Futrell, cited in Ordovensky, 1989). 
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Numerous studies have investigated the importance of 
pecuniary benefits to teachers. Over the past few years, high 
levels of interest has been in improving teacher compensation. 
Surprisingly, a review of relevant literature offered only 
limited support for the assumption that individual decisions to 
remain in teaching are influenced by increased pecuniary 
rewards. Results of the studies have been inconsistent. Dedrick 
(1981) found that teachers choose teaching for "psychological 
income" rather than for financial benefits. Houghey and Murphy 
(1983) reported from his survey of 528 rural teachers that most 
of the rural teachers seemed satisfied with maternity leave, sick 
leave, and salaries. In a nationwide survey of 1,981 teacher, 
Harris (1985) found that 60 percent of former teachers cited 
inadequate salary as the main reason that caused them to leave 
teaching. Ninety-four percent of the current teachers indicated 
that providing a decent salary would help encourage good teachers 
to remain. Results of a stratified random sample of 2,000 
teachers throughout the United States reported that nine in ten 
teachers complained that their salaries were too low (Gallup, 
1984). Murphy (1985) identified low salary as the number one 
disincentive which impel teachers to leave teaching. Sixty-one 
percent of the respondents in a National Education Association 
Teacher Opinion Poll (1983) said they were dissatisfied with 
their salaries while 55 percent indicated satisfaction with the 
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fringe benefits received. Another National Education Association 
survey (1989) reported that more than 17 percent of the nation's 
two million plus teachers moonlight during the school year to 
supplement their salaries. The report revealed that teachers who 
moonlight during the school year are mostly white (89.5 percent) 
and under 39 years of age (63.9 percent); more men (56.6 percent) 
than women (43.4 percent) are moonlighters; and more elementary 
and middle school teachers (51.4 percent) than secondary (39.9 
percent) moonlight during the school year ([NEA], cited in 
Moskal, 1989). 
Jacobson (1988) examined: (a) how school districts in two 
very different regions of New York State distributed increments 
across their salary schedules between 1974 and 1984 and (b) the 
relationship between alternative distribution practices expressed 
or changes in regional salary rankings and rates of teacher 
retention. Specifically, the study addressed the following three 
questions. 
1. Are school districts that improve the attractiveness of 
their salary offerings relative to other districts in the 
region better able to retain teachers? 
2. Are improvements in certain parts of the salary schedule 
more likely to result in higher retention than 
improvements in other parts of the schedule? 
3. Do differences exist in the responses of different 
categories of teachers to salary improvements? 
The findings for this study indicated, in response to the 
first question, that school districts that improve the relative 
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attractiveness of their salary offerings were better able to 
retain teachers, although there were some regional differences. 
The second question, whether improvements in certain parts of the 
salary schedule were more likely to result in high retention than 
improvements in other parts of the schedule, also revealed 
results that were regionally differentiated. In the rural 
region, improvements at different parts of district salary 
schedules appeared to make little difference. Conversely, 
districts that improved the salaries offered at the middle of 
their schedules had the highest retention rates in the suburban 
region. The third question—do differences exist in the 
responses of different categories of teachers to salary 
improvements indicated consistently high, positive relationships 
for female teachers in both regions. On the contrary, salary 
improvements seemed to be less of a factor in the retention of 
male teachers, specifically among males in the rural districts. 
The policy implications of this study are that salary 
improvements seem to be essential to the improvement of teacher 
retention, particularly for female teachers. Also, the study 
proposes that district policymakers should be concerned with the 
magnitude of teacher salary improvements as well as with the 
means in which salary increments are distributed internally 
(Jacobsen, 1988). 
54 
Carey (in Stinnett, 1970), however, argued that equating 
salary holding power is an oversimplification at best: 
Financial reward is undoubtedly important, but many studies 
have indicated that salary is not the most important factor 
in holding power. . . there is need for investigation of the 
subtler factors which, being more difficult to evaluate, have 
too often been ignored. . . Teacher dissatisfaction studies 
indicate that factors connected with the limits of 
responsibility and influence in the nature of the job itself 
are as important as the obvious factor of salary, (p. 3) 
Research on job satisfaction years ago confirmed that factors 
related to working conditions and particularly interpersonal 
relationships on the job are as essential as salary (Khandwalla, 
1977). Goodlad (1983) explained that pecuniary rewards may not 
be the main reasons teachers give for entering teaching but that 
it does rank second as a reason for leaving. He inferred that 
teachers start their careers with a willingness to forfeit high 
salaries, expecting rewards intrinsic to their work; but if these 
expectations are frustrated, salaries become a source of 
considerable job dissatisfaction, which is frequently manifest 
through high rates of turnover. 
Goodlad's observation suggested that while teachers' labor 
market decisions are influenced by intrinsic rewards, such 
rewards are not essential to the retention of teachers if 
salaries are perceived as insufficient. 
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Teacher Load. Teacher load deals with such matters as 
record-keeping, clerical work, "red tape", community demands on 
teacher time, extra curricular load, and keeping up to date 
professionally. 
A review of literature indicates that studies related to 
teaching load and the retention of teachers are insufficient. 
Darden (1981) reported that teachers are concerned about the 
amount of time teaching demands. Preparing for class, grading 
papers, meetings, etc., are just a fraction of the job 
requirements. Excessive paperwork creates a problem, but it 
is a natural and nearly universal feeling that one feels 
overworked. He suggested a thorough review of all paperwork 
required of teachers and that a system be developed to keep 
teachers' paperwork to a minimum. He also proposed that clerical 
help and the use of computers could assist teachers with 
paperwork. 
Beginning teachers usually receive the largest classes with 
the greatest number of students who have academic and behavioral 
problems. They may also be assigned to teach subjects for which 
there has been limited academic preparation or interest. 
Seniority is considered over logic (Brenton, 1970; Ryan et al., 
1980). A similar problem occurred with extracurricular 
assignments. A new teacher who fills the academic position of an 
experienced faculty member is expected to take over the former 
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teacher's extracurricular duties as well. Hence, the new 
chemistry teacher whose instructional knowledge of physical 
education is very limited, is announced as the new track coach 
during the first assembly (Ryan et al., 1980). 
Corroborating the findings of Ryan et al. (1980), Purkerson 
(1980) argued that extra-class duties frequently caused stress 
for beginning teachers. For new teachers, there is no advance 
warning about such noninstructional duties as required PTA 
attendance, inservice participation, and membership in 
professional organizations. They are also not prepared to assume 
the role of club sponsor, dance chaperone, hall and bus monitor, 
and register keeper. Purkerson maintained that new teachers 
simply lack knowledge about legal rights and responsibilities of 
pupil-teacher, parent-teacher, and school system-teacher 
relationships which creates dissatisfaction during their first 
year as teachers. 
Factors dominating the reasons former teachers left teaching 
include such conditions as too much paperwork, too many 
non-teaching duties, and especially lack of input into 
educational decision-making. These conditions were cited by 14 
percent of the former teachers surveyed by Harris (1985). The 
ASCD (1985) found that reduced instructional time because of poor 
school administration, too many interruptions, too much paper 
work, and bureaucratic requirements discouraged teacher 
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excellence. Berry (1985) surveyed 210 teachers who resigned from 
a metropolitan school system. Of those surveyed, 21 percent left 
their positions because of such dissatisfactions as large 
classes, too much paperwork, and numerous "mickey-mouse" duties. 
Dariing-Hammond (1988) commented that the public's periodic 
concern for low student performance was assauged by the enactment 
of stiffer requirements: more frequenty administered tests for 
students to determine promotion, placement, and graduation; more 
carefully specified grade level objectives and curricular 
requirements matched to the standardized test; tighter controls 
on textbook adoptions; more rigid procedures for tightening 
school management; more record-keeping tabs on administration, 
instruction, and student progress; and more frequent performance 
of evaluation and testing of teachers (p. 8). 
In his report on why teachers leave teaching, Murphy (1982) 
discovered, though they did not maintain that the work was 
overwhelming, teachers asserted that the teaching requirements 
were so demanding they felt inhibited to engage in actual 
teaching. Functioning under the misconception that the teacher 
work load was getting progressively lighter, the teachers got the 
job done in a routine process from which little meaning was 
derived, and in which few of the potential rewards were 
actualized. 
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Curriculum Issues. Curriculum issues focus on teacher 
reactions to the adequacy of the school program in meeting 
student needs, in providing for individual differences, and in 
preparing students for effective citizenship. 
In an investigation of the politics of curriculum from the 
perspectives of teachers in a Detroit suburban school district, 
Bridgeland, Duane, and Stern (1979) indicated that teachers in 
the study were selected not only because of their role in 
curriculum dissemination, but also because they outnumber other 
related groups and have greater potential for effecting 
curriculum by interest group coalescence. The extent to which 
teachers consider themselves as influential to the curriculum 
decision-making process is defined by measuring sense-of-power 
perceptions relative to curriculum. Their interview findings 
revealed that teachers believe they have little influence on 
curriculum decision-making due to a sense of futility. Such 
feelings seem to arise from the perception that curriculum policy 
is decided elsewhere (for example, within the school 
administration, specifically the building principal and the 
superintendent). Teacher input is perceived to be solicited 
simply as a courtesy. Rather than becoming involved in a 
conflict on the issue with the administration, teachers will 
"retreat to the classroom" where they feel they are "in 
control." In terms of curriculum matters, teachers are not on 
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the forefront of change. Considering their superior numbers, it 
is ironic that teachers appear unaware of their potential 
capacity to impact such decisions. The research findings in this 
study also confirmed that although teacher groups will not tend 
to politicize curricular issues, at the same time, they profess a 
need to monitor, revise, and review curriculum. 
Little (1985) examined the correlation between teacher 
involvement in curriculum development and teacher job 
satisfaction. Teacher job satisfaction was not found to be 
related to the opportunity to be involved in curriculum 
development as it was described in the study. Teacher assignment 
and time in current position were found to be significant 
predictors of involvement in curriculum development. The study 
also determined the fact that teachers would prefer to receive 
additional pay for their involvement in curriculum development 
activities. They were generally involved in curriculum 
development through textbook selection. If properly prepared, 
some teachers indicated they would like to be involved in other 
aspects of curriculum development. 
Blase (1988) presented the results of teachers' feelings on 
parental favoritism. A teacher reflecting on her reluctance to 
get involved in any curriculum activities (because of favor 
seeking by parents) said, "If I don't have the assurance that my 
curriculum and the grades for it will remain untouched, why 
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bother with the broader scope at all?" (p. 171). This reflection 
was represented in 52 percent of the data describing teachers' 
feelings concerning parents' demands for preferential treatment. 
According to Ornstein and Hunkin (1988), curriculum 
innovation must be manageable and feasible for the average 
teacher. Teachers perceive curriculum change as just signaling 
more work--something else to add on to an already overloaded 
schedule for which little or no time is allotted. They argue 
that no extra money or reward is allocated for the extra work. 
Curricular programs are generally viewed as requiring teachers to 
learn new teaching skills, develop new competencies in curriculum 
development and the management of learning resources, or acquire 
new skills in interpersonal relations. Ornstein and Hunkins 
(1988) also point out that teachers are not prepared to be active 
participants in curriculum innovations. School districts budget 
monies for materials but do not allocate funds for the creation 
of the curriculum plan, its delivery within the classroom, or 
necessary inservice training (Ornstein & Hunkin, 1988). 
Teacher Status. Teacher status samples the teachers' 
feelings about the prestige, security, and benefits afforded by 
teaching. Several of the items related to this sub-dimension of 
morale refer to the extent to which the teacher feels he is an 
accepted member of the community. Bush (in Montgomery, 1981), 
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hypothesized that in comparison to the status of other 
professionals, the relatively low status of public school 
teachers contributes to the high attrition rate. His hypothesis 
is based on the assumption that individuals tend to remain in 
high status professions. Several factors enhance the status of a 
profession. According to Bush, they include: having a small 
number of practitioners; being of great importance to the general 
welfare of society; having highly paid practitioners; having 
practitioners with great expertise; having good working 
conditions; and having a work load which is not excessive (Bush, 
in Montgomery, 1981). He also explained that certainly not all 
professions qualify on all criteria, but public school teaching 
fails to qualify on many. 
Erickson's study (1968) of 150 male teachers who resigned 
their positions in a large midwestern urban district supports 
Bush's opinion. The negative attitudes towards the teaching 
profession expressed by spouses, other family members, and close 
friends were significant in the male teacher's decisions to 
leave. Being "just a teacher" did not meet the higher status 
expectations these individual had for the men. 
In addition to not offering responsibility and the 
opportunity to achieve self-actualization, the teaching 
profession also does not provide opportunities for recognition 
and advancement. Few efforts have been made to reward excellence 
62 
in teaching with salary and other incentives. The organizational 
hierarchy in the profession is tragically low. If an individual 
wishes to advance, he or she must leave the classroom to become 
an administrator or supervisor (Sergiovanni & Starratt, 1979). 
In the popular news media, the public schools and the public 
school teachers have been targets of considerable criticism. 
Chapman (1983) asserted that this trend contributes to the 
increasing concern in education over the retention of public 
school teachers. He also pointed out that some individuals 
believe that the social status and respect assigned to teachers 
have diminished. 
Ernest Boyer reported in High School (1983) that lack of 
prestige in teaching is frequently mentioned as a barrier to 
recruiting and retaining high caliber students. This concern of 
low prestige along with society's decreasing confidence in the 
public schools and according to recent Gallup Polls, the obvious 
loss of support from parents and students, has made teaching a 
less inviting career choice for many of today's college students 
(Engel king, 1983). 
In the 1960s, a large part of the reform movement in 
American education was predicated on the assumption that the 
qualities and qualification of those who occupied classrooms were 
less than desirable. The overall decline of the intellectual 
ability of teachers makes association with teacher education even 
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more stigmatizing or viewed as academically inferior now than in 
the past (Schlechty & Vance, 1983). However, it is essential to 
realize that on the campuses of major universities, there was 
never a strong commitment to the idea that teacher education was 
an important endeavor or a distinctive field of study (Schlechty 
& Vance, 1983). Moreover, the generally low regard with which 
teacher education is held on many college campuses contributes 
little to encourage the high quality graduate student to pursue 
studies in education; just as it does little to encourage 
intellectually talented undergraduates to pursue teaching 
(Schelechty & Vance, 1983). 
Relative to the retention of teachers, Murphy (1985) in her 
study which analyzed the importance of various incentives and 
disincentives as perceived by Nevada teachers in four counties, 
identified low teacher status as the disincentive ranked second 
among variables which impel teachers to leave teaching. Furey 
and Lauroesch (1986) argue that the status awarded teachers is, 
at best, ambiguous. Teachers are recognized for their 
commitment, while at the same time they are sneered for doing 
easy work. They are also in a field that is frequently under 
public scrutiny and increasingly under public attack (Farber & 
Miller, in Furey & Lauroesch, 1986). In a society that worships 
success, teachers are all too often looked upon as failures for 
remaining "just teachers." Public perception is that teachers 
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either lack initiative or are incapable of doing anything else. 
The reality of how people perceive them has a devastating effect 
on teachers, especially those who feel that the status they have 
achieved as teachers is unworthy of their competence (Furey & 
Lauroesch, 1986). 
A study of California's schools (Commons, in Duttweiler, 
1987) identified loss of public esteem for the work of those who 
perform it as one of the problems that has eroded the 
attractiveness and contribution of the teacher profession. Nancy 
Shumate (1987), in an article on her perceptions and experiences 
related to the teaching profession, described lack of respect for 
those who are teachers and what they do as ". . . that nebulous 
something that eats away at teachers' self-esteem" (p. 410). She 
conceptualized that teachers will not achieve professional status 
until the public views them as professionals. 
In an article, "On Teaching as a Profession: A Conversation 
with Linda Dariing-Hammond," Anne Meek (1988) asked 
Darling-Hammond to summarize the current status of teachers in 
America. Linda Darling- Hammond made these comments: 
I think America is ambivalent about teachers. There is some 
evidence that the public is willing to support teachers in 
terms of greater compensation, and there are efforts to 
improve conditions of teaching. There is a dialogue about 
improving teachers' status, responsibility, and autonomy. 
But, at this time, teachers continue to be treated as 
second-class citizens—in education, the greatest status 
accrues to those who work least closely with children. 
Teachers work directly with children, yet they are still not 
perceived as the most knowledgeable and important members of 
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the education community. They are not well represented in 
decision making about curriculums, testing policies, grouping 
and promotion policies, textbook adoption, and the like. (p. 
12) 
Dennis P. Doyle and Terry W. Hartle (1985) conceptualized 
that teachers have suffered in numerous ways. Their professional 
status has consistently eroded. They are frequently isolated in 
their classrooms, and teachers have little input in deciding how 
their schools are operated. They do not choose the courses they 
teach or the books they use. Teachers' professional autonomy has 
further diminished due to the increasing importance of curriculum 
specialists. In order to get ahead, many ambitious teachers are 
frequently encouraged to become administrators, thus removing the 
most talented teachers from the classrooms. 
The very notion of becoming a teacher is much less popular 
than it once was. The Gallup Poll of the Public's Attitudes 
Toward the Public Schools (1983) found that 45 percent of the 
respondents would like their child to become a public school 
teacher; 33 percent were opposed to such a choice. In 1969, the 
proportions were 75 percent in favor and 15 percent opposed. 
Chester Finn (1983) notes: 
Relatively few of those who make policies, shape opinions, 
and guide the affairs of major institutions in this society 
would, in truth, relish the prospect of their own children 
entering into the teaching profession on any basis other than 
perhaps a brief spree of youthful idealism, (p. 220) 
Considering these kinds of barriers, Doyle and Hartle (1985) 
posited that it is not surprising that numerous teachers have 
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decided to leave their chosen profession. Other teachers 
indicate that they would not select the same career choice again, 
and still others comment that they plan to leave teaching in the 
near future. 
Community Support of Education. Community support of 
education deals with the extent to which the community 
understands and is willing to support a sound educational 
program. Raskas (1979) examined the relationships between 
effective school-community relations, community support for 
schools, and student academic achievement in two communities of 
different socio-economic character (rural and suburban). 
Community support for schools was taken as the combination of the 
community's economic support and sense of legitimacy for the 
local neighborhood school. Of the five independent variables of 
communication, involvement, participation, resolution, and 
access, three were found to be of importance. Communications, 
the exchange of information between the home and the school, best 
accounted for satisfaction with school-community relations and 
for legitimacy at the rural school. Involvement, the 
contribution by parents of time and energy to the school, best 
accounted for satisfaction with school-community relations and 
for legitimacy at the suburban school. Additionally, involvement 
served to distinguish between the suburban school and other 
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schools. Resolution, or problem solving, had a slight 
predictability of student achievement at the rural school. No 
relationship was found between support, legitimacy, or effective 
school-community relations and student achievement at either 
school (Raskas, 1979). 
The concept of parent involvement in the education of 
children has begun to receive more emphasis and promotion in the 
area of public schools. In many specially funded projects, 
components stressing parental involvement are prevalent. School 
districts are emphasizing the importance of involving parents in 
their child's educational program. Since teachers are primarily 
responsible for delivering the educational program to students, 
Morrison (1980) perceived that it would be wise to investigate 
the relationship that different levels of parental involvement 
have with the morale level of teachers. 
Morrison's study was designed to determine if there was a 
relationship between teacher morale and the level of parental 
involvement. Parental involvement was measured in three 
different areas: Minimum Support, Volunteerism, and 
Policy/Decision Making. Morale scores for each school were 
determined through the use of the Purdue Teacher Opinionaire. 
The findings of this study revealed a statistically 
significant relationship between policy/decision making and 
overall teacher morale ratings. No statistically significant 
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relationship was found to exist between the other parent 
involvement dimensions and morale according to the Fisher Exact 
Probability Test. Schools with high parental involvment ratings 
displayed a higher frequency of morale factors rating above the 
average category rating. 
In relation to the dimensions of volunteerism and minimum 
support, overall morale scores revealed that those schools 
categorized as extremely high in one factor were also extremely 
high in the other and that the schools categorized as extremely 
low in one factor were extremely low in the other. However, 
Morrison (1980) commented that the effect of varied 
categorizations of the middle range of responses in her small 
sample negated any statistically significant findings in the 
Fisher Exact Probability Tests. 
A survey conducted by Harris (1985) reported that 16 percent 
of the former teachers surveyed cited parent-community related 
factors as being important in their decision to leave their 
position. Of the 1,846 current teachers, 56 percent indicated 
that having more parent involvement with the schools would help 
tremendously in terms of encouraging good teachers to remain in 
teaching instead of leaving the profession. Having parent and 
community volunteers and informal counselors and tutors, 
according to Weller (1982), can further strengthen school 
community bonds while simultaneously enabling students to receive 
69 
first-hand knowledge and insight about the community, its mores, 
and its value system. 
In her article, Parent Involvement in Student Learning, Beth 
Sattles (1989) points out that when parents are actively involved 
in the preschool experience, either as primary home teachers or 
as supporters of the child's school learning, the benefits 
continue through grade twelve. 
Not only do parents' attitudes change when they are involved 
in their child's learning, but also when they become involved 
with schools. They become more supportive, and their values and 
attitudes help to shape a child's school performance (Sattles, 
1989). 
School Facilities and Services. School facilities and 
services has to do with the adequacy of facilities, supplies and 
equipment, and the efficiency of the procedure for obtaining 
materials and services. Albert Tucci (1984) explored the 
relationship between Herzberg's motivator and hygiene variables 
and the state of satisfaction/ dissatisfaction of teachers in the 
Howard County Public School System. A stratified random sample 
of 300 teachers was selected for the study. The Educational Work 
Components Study (EWCS), a measure of work motivation developed 
by Miskell and based upon Herzberg's theory, was used to gather 
two separate sets of responses from teachers pertaining to their 
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jobs. One part was designed to obtain information about the 
actual job, the second part to obtain information about the ideal 
sel f. 
Results of this study identified three problems that relate 
to hygiene variables. For the purpose of this review on school 
facilities and services, one problem identified focused on the 
physical surroundings, specifically ventilation and the lack of 
natural light. The totally climate-controlled, windowless type 
of school environment that exists in Howard County was a source 
of dissatisfaction to teachers. 
Using the Purdue Teacher Opinionaire in a study which 
measured the morale level of teachers in Tennessee, Gore (1983) 
found no significant difference at the .05 level in the morale of 
teachers in East, Middle and West Tennessee for Factor Nine, 
School Facilities and Services. Trotter (1984) surveyed 230 
teachers who responded anonymously to the Teaching Likes and 
Dislikes Survey. Of the 539 teaching dislike citations, 
inadequate supplies was listed tenth among the ten most 
frequently teacher-reported teaching dislikes. 
In an investigation to determine whether or not there was a 
relationship exhibited by teacher responses to the Purdue Teacher 
Opinionaire and Supplement, of morale factor scores among 
elementary school teachers employed in declining, stable, and 
non-declining enrollment school districts, School Facilities and 
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Services was identified among the morale factors for which 
significant differences were found among school district types by 
enrollment conditions (Pederson, 1980). 
Justin Levitov and Elaine Wangberg (1983) identified 
environment—unpleasant work environment, rundown building, 
noise, inadequate materials, violence, and extremely hot or cold 
temperatures—as number two among the nine factors of teacher 
stress and job dissatisfaction. The Teacher Stress Scale 
developed by Levitov and Wangbert was used to identify factors. 
A random sample of 10 percent of K-12 teachers in a large urban 
system made up the population. 
Weller (1982), using Maslow's model of basic needs, argued 
that teachers have a right to a work environment that provides 
adequate sanitary facilities, that maintains appropriate heating 
and cooling levels and sufficient light, and that offers a 
reasonable degree of privacy. He also asserted that the school 
administrator must insure that sufficient space is provided for 
instructional activities. Teachers may tolerate overcrowding, 
Dut only temporarily. 
A study of California's schools also identified inadequate 
facilities, supplies, and support materials as one among several 
problems that have eroded the attractiveness and contribution of 
the teaching profession (Commons, in Duttweiller, 1987). 
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Community Pressures. Community pressures gives special 
attention to community expectations with respect to the teacher's 
personal standards, participation in outside-school activities, 
and freedom to discuss controversial issues in the classroom. 
In the past ten years, teachers have encountered the 
double-edged sword of declining public respect for the profession 
and increased demands placed upon teachers. According to David 
Imig, Executive Director of the American Association of Colleges 
for Teacher Education, (in Montgomery, 1981): "The teacher today 
is expected to be mother, father, priest or rabbi, peacekeeper, 
police officer, playground monitor and lunchroom patrol" (p. 27). 
Combined with these expectations is the public demand for 
teacher accountability. Regardless of the size of classes, the 
difficulty of the students, or inadequacy of the facilities, 
students must acquire knowledge in easily measurable ways. In 
short, the public holds teachers responsible for their students' 
achievement scores (Georgia Professional Standards Commission, 
1980). Even though they exert limited control over the 
processes, teachers feel powerless, for they are held accountable 
for results (Georgia Professional Standards Commission, 1980). 
According to Murphy (1982), one reason to partially explore 
why teachers quit teaching can be determined by examining 
school-community relations. He argued that: 
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We perpetuate the myth that the customer is always right. 
Any complaint, no matter how trivial, requires a grandiose 
explanation-apology from the teacher in which he or she 
attempts to minimize whatever it is that the parent dislikes 
while at the same time searching desperately for points of 
similarity between the two given perspectives. We confuse 
the idea of servant with the notion of service. We allow 
teachers to be interrupted to respond to hearsay and rumors. 
We, in effect, allow what little power teachers have to be 
neutralized. Is there any wonder that our schools are 
grounded in conservatism and characterized by limited vision; 
that many of our teachers are ineffective; and that many 
others leave the profession? (p. 41) 
Fernandez (1984) in a historical study of the Parents Union 
for Public Schools in Philadelphia during the 1980-82 school 
years, examined the influence of parents on policy and practice 
of a large urban school system. She examined influence in three 
dimensions: first, the Parents Union's responses to three crises 
facing the Philadelphia school system--specifically strikes, 
leadership and budget; second, the organization's notions on four 
program areas of reading, discipline, special education and 
student involvement; and third, the parents' exercise of 
influence in three modes--initiating, supporting and preventing 
changes in policy and practice in the school system. 
The study disclosed that the parents union exerted 
considerable influence in obtaining new leadership of the 
system. Working through a coalition, the parents union exerted 
influence on both the budget process and, not as important but 
bothersome, problems such as employee absenteeism. Although its 
activities earned it recognition, the parents union's influences 
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on strikes and contract negotiations was negligible. Program 
objectives in special education and reading were achieved and 
even exceeded but in discipline and student involvement, failed 
to achieve all of its objectives (Fernandez, 1984). 
In Blase (1988), teachers argued that people in leadership 
make decisions contingent upon the perceived power of the 
individual making the request. The overall program can suffer 
because an individual (parent) may be satisfied to the detriment 
of others. This study which focused on the politics of 
favoritism revealed that a total of 44 teachers described the 
effects parents and community members had on favoritism as 
practiced by school officials. They revealed that "elite groups" 
(the wealthy), "vocal minorities," and "individuals with clout" 
pressured school officials for preferential treatment. 
Using political connections, parents frequently demanded 
favored status for their children in academic, discipline, and 
extracurricular matters. For example, in academics, parents 
demanded grade changes, "passing a student," and special student 
placements (with a specific teacher, in a particular program). 
They also challenged other instruct!'onally related decisions such 
as the amount of homework, type of materials, and discussion 
topics. In the area of discipline, parents often demanded 
favored treatment for their children regardless of standing 
policies and normative practice especially related to punishment 
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incurred for violation of school rules. In extracurricular 
areas, it was natural for parents to pursue preferential 
treatment regarding a student's participation in athletics and 
fine arts programs (Blase, 1988). Finally, teachers commented 
that community members with friends and relatives looking for 
jobs successfully influenced the selection of teachers and 
administrators (Blase, 1988). 
Of the 44 teachers who discussed the political demands of 
parents, 64 percent indicated a negative effect on teacher 
classroom involvement, 32 percent perceived no effect on 
involvement, and 4 percent reported a positive effect (especially 
on morale). Teachers viewed both instruction and control as more 
problematic in schools in which parents "interferred." 
Furthermore, interference was connected to increased teacher 
stress, lower teacher morale, and a tendency for teachers to 
withdraw (psychologically and physically) from the classroom 
(Blase, 1988). 
Studies Which Correlate Demographic Variables and Teacher Turnover 
For more than seven decades, social scientists have been 
concerned with demographic variables which distinguish public 
school teachers (Dworkin, 1980). The studies which follow 
attempted to correlate certain personal factors of age, sex, race 
of teacher, residence of teacher, socio-economic factors, school 
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factors of grade level taught, location, and minority population 
with teacher retention. Generally, researchers carefully avoided 
casual explanations when a factor was significant. Correlational 
studies are useful for prediction and as a basis for theoretical 
explanations based upon theory. If a school district can 
predict, for example, from previous correlational research that 
beginning white teachers may experience difficulty and may resign 
more frequently in multiracial schools than in predominantly 
white schools, then that system might implement intervention to 
help its resigning white teachers adjust to a new, multiracial 
environment (Murphey, 1985). 
Age was a demographic variable examined in numerous job 
satisfaction studies. Nederveen (1982) reported a high level of 
overall job satisfaction among 365 modern language teachers in 
Alberta. Also, positive linear relationships existed between age 
and job satisfaction and between job satisfaction and teaching 
experiences. Sweeney (1981) found that older teachers were more 
satisfied than younger ones in a study of 1,295 secondary school 
teachers. Metzger (1981) discovered conflicting results on this 
subject. His findings revealed that older teachers as well as 
younger teachers have changed their views on elementary teaching 
as a career. Consisting of 257 female elementary teachers, 
Metzger's sample differed from Sweeney's sample of 1,295 
secondary teachers of both sexes. Thus, it is not feasible to 
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compare the results of these two studies. In Sweeney's study, 
teachers who were least satisfied and most susceptible to burnout 
were in the 25-34 year old age range. Because of its large 
sample size and the fact that the sample was selected from the 
teacher population in twenty-three high schools with over 1,000 
students in each school, Sweeney's study seems more noteworthy. 
In a secondary analysis of 437 alumni surveys taken at three 
Indiana public universities, Chapman (1983b) found that age and 
income did not significantly predict career satisfaction levels 
for high school or elementary teachers. In an analysis of the 
current condition of teaching, Feistritzer (1985) described the 
typical American teacher in terms of age: 
The typical American teacher is almost forty-one years of 
age, about five years older than the typical American 
worker. Most of today's teachers in elementary and secondary 
schools are just entering middle age. Compared with teachers 
in 1970, they are both older and younger. Until now, the 
number of new or recently hired teachers has been reduced 
because of declining enrollments. Staff cuts fell heavily on 
young teachers: In 1970, almost 17 percent of all teachers 
were under twenty-five. Today, that figure is around one 
percent. There are also fewer older teachers in the teaching 
force. In 1970, almost 14 percent of all teachers were over 
fifty-five. Today, teachers over fifty-five constitute only 
about 12 percent of the total teaching force, (p. 19-20) 
McElroy (1984) in a study to determine the relationships 
among control variables organizational climate, job satisfaction, 
absenteeism, and turnover, found that the control variables of 
Age, Experience, and Years in the school and district were 
significantly and positively related to Job Satisfaction. 
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A 1984 Wisconsin study (in Stone, 1987) reveals that 
approximately 50 percent of those who take jobs as teachers leave 
the profession within five years. During the first seven years 
of their careers, 40 to 50 percent of all first-year teachers who 
enter the profession will leave, and more than two-thirds of 
those will resign in the first four years of teaching (Stone, 
1987). Stimple (1986) reported that the attrition (turnover) 
rate for the nontenured teachers in his study was 11 percent. 
The longer a teacher remained in the system, the lower the annual 
turnover rate was observed. According to Murnane (1987), fifteen 
percent of the 13,000 teachers who began to teach in public 
schools in Michigan during the early 1970s stopped teaching 
before completing two years in the classroom. Another nine 
percent left before completing three years. Only 56 percent, 
slightly more than half, were still teaching six years after they 
had started. 
Greenberg and McCall (1974) discribed the mobility of 
teachers in the San Diego school district between the 1970-71 and 
1971-72 school years. They found that white teachers tended to 
be located in schools with higher SES students than black 
teachers were. White teachers were also more likely to transfer 
(to schools with still higher SES students) than black teachers 
were. Additionally, the oldest, most experienced, most educated 
teachers tend to be located at relatively high SES schools. 
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According to findings in this study, it appears that new and 
inexperienced teachers are first assigned to schools where 
students probably for reasons having little to do with teacher 
quality, perform poorly on achievement tests. A number of these 
teachers soon transfer to schools they prefer, such as middle 
class schools attended by superior test takers. Many then stay 
at these schools where they accumulate experience and college 
credit units. This behavior was acceptable as long as the 
positions vacated at the less preferred schools were again 
staffed with new, relatively inexperienced teachers, a policy 
followed in San Diego (Greenberg & McCall, 1974). 
Nineteen years later (Pitts v. Freeman, 1988), the DeKalb 
County School System was found to be implementing the same policy 
as the San Diego District in 1970-71. Because this procedure has 
prevented its court-ordered compliance with Singleton 
requirements, DeKalb County School System must develop a plan to 
eliminate the imbalance between the years of experience and 
degree levels of its teachers in high SES schools and low SES 
schools, and create a balanced number of teachers with years of 
experience and high degrees in both high SES and low SES schools. 
Murnane (1981) found that teachers in low SES schools 
(schools in which more than 10 percent of the children were poor) 
were more likely to leave than teachers in high SES schools. He 
explains that many teachers discovered that work in these schools 
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as particularly difficult and they saw little possibility of a 
future transfer to a more desirable school. 
Pavalko (1970) found that with respect to the relationship 
between level of education and turnover, whether one had attended 
a two-year county teacher's college or received a bachelor's 
degree is unrelated to persistence in teaching. However, those 
who had completed some graduate study or obtained a master's 
degree were more likely to be working than were other teachers. 
One interpretation of this finding, Pavalko asserts, is that this 
more "professional" level of training in education produces a 
greater commitment to teaching which, in turn, results in a 
larger population continuing to work. 
McCarthy (1986) found no significant differences between 
grade level taught, years of teaching experience and job 
satisfaction. 
Taylor (1986) in a study of job satisfaction as perceived by 
the certified staff in Florida public elementary schools, also 
found that there was no significant different between the 
teachers' level of education with regard to any job factor. 
However, he learned that teachers with the most years of teaching 
experience tended to have more members that perceived job factors 
as contributing to their job satisfaction than subjects with 
fewer years of teaching experience. 
Contrary to the results in other studies, Miles (1985) 
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compared the levels of teacher morale between 1) groups of school 
districts and 2) teachers with selected personal characterics and 
elementary and secondary teachers. The personal characteristics 
of age, sex, total years of teaching experience, years of 
experience with current district, perception of job security, and 
level of teaching produced significant F-ratios for groups that 
were identifiable by the Scheffe test when the entire sample was 
analyzed. 
Klawitter (1985) found no significant impact on overall job 
satisfaction by school location, school size, sex of the teacher 
or years of experience of the teacher (when considered as 
variables in isolation). Supportive of Klawitter's findings, 
Dansie (1986) also found that no significant relationship existed 
between teacher job satisfaction and the demographic variables of 
school size, school grade level, teacher experience, and teacher 
educational level. 
Historically, teaching has been a path of upward mobility for 
minorities (FalK, Falkowski, and Lipson, 1981). Until recently, 
many other professions may have offered fewer opportunities to 
minorities-- blacks in particular (Dworkin, 1980; Roberson, Keith 
& Page, 1983). Therefore, black teachers have been found to 
receive more satisfaction with teaching as a profession and are 
more stable in that profession than white teachers (Gottlieb, 
1964; Mueller, 1976). 
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Mock (1980) suggested that the job satisfaction blacks 
experience in teaching is a result of factors other than teaching 
being one of their limited job possibilities. Although Dworkin 
(1980) suggested that these differences are better analyzed in 
terms of socio-economic status (SES), when Mock tried to assess 
the degree to which a variety of structural, cultural, social, 
and social psychological factors could define racial differences 
in job satisfaction, he discovered among 466 black, white, and 
Mexican American employees in an assembly and packaging plant in 
the South, 53 percent of the variance in job satisfaction was 
related to race. Therefore, Mock (1980) concluded that the data 
did not support any of the traditional types of explanations of 
the relatively high job satisfaction among Mexican Americans and 
the relatively low satisfaction among blacks for the job in 
question. 
A study which focused upon racial demographics is that of 
Bridge, Cunningham and Forsbach (1978). They hypothesized that 
teachers who were of a different race than that which 
predominated in the school in which they taught would disclose a 
significantly higher turnover rate than teachers who were not 
racially different. Statistical analysis of teachers in 31 
junior high schools in a large southwestern public school system 
confirmed their hypothesis. Also, white teachers who were 
racially different from their principals and students were more 
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likely to leave than black or Chicano discrepant teachers. 
Bridge, Cunningham, and Forsback (1978) also conceptualized that 
perhaps minority teachers were more accustomed to conforming to 
another race's cultural and social expectations. 
In his study of 89 black and white elementary school 
teachers, Gottlieb (1964) found black teachers to be more 
satisfied with teaching and more likely to remain in teaching 
than white teachers. Dworkin (1980) showed that the race 
difference might be more associated with socio-economic status 
than to race. In his study, the teachers who intend to quit are 
under 35, white, "come from higher class origins, and are 
assigned to schools with student racial distributions they define 
as undesirable" (Dworkin, 1980, p. 65). 
Race did not differentiate between the teachers who plan to 
leave teaching and those who plan to stay when Dworkin introduced 
class origin into his study. He argues that teachers from lower 
status families have limited career choices and fewer influential 
friends to guide them into other professions than do teachers 
from higher status families (Dworkin, 1980). Also, according to 
Dworkin (1980), if white teachers in urban public schools are 
more apt to leave the system than black teachers, and if blacks 
have lower social origins than whites entering the education 
field, a tendency for younger teachers to be selected exclusively 
from the middle and upper middle class may lead to a further 
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For approximately two decades, there have been numerous 
studies on teacher attrition and retention. According to 
Chapman's (1984) suggested model, to understand teachers' 
decisions to remain in or leave teaching, it is essential to 
consider (a) the personal characteristics of the teachers, (b) 
the nature of teacher training and early teaching experiences, 
(c) the degree to which the teacher is socially and 
professionally integrated into the teaching profession, (d) the 
satisfaction teachers derive from their career, and (e) the 
external environmental influences impinging on the teachers' 
career (p. 646). 
To test his model, Chapman (1984) used discriminant analysis 
to study differences among three groups of college graduates with 
teaching certificates: 
(a) those who taught continuously 
(b) those who started teaching but left within five years 
(c) those who never taught 
The discriminant analysis yielded two functions, both 
significant at the p .001 level. Differences among the groups 
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on personal characteristics tended to be minimal. Those who 
taught continuously, however, reported a higher initial 
commitment to teaching which was found to be the single strongest 
predictor of retention. They were more likely to have acquired 
additional education, and more frequently believed their 
experiences were well utilized in their employment. 
Ellen Jackofsky (1984) offers a model to contradict Chapman's 
findings that teachers who remain are more apt to have better 
credentials. This model questions the suggestion that the 
"motivation to withdraw" (turnover) is directly a function of job 
satisfaction. Jackofsky's model considers that an individual's 
decision to give up a job may start from (or be motivated by) 
either the desirability or ease of obtaining another job. 
The decision to leave a position is indirectly related to job 
satisfaction. It is more directly influenced by personal 
characteristics, labor market conditions and other variables that 
impact an individual's ability to find alternative employment. 
Job performance, in the Jackofsky model, is hypothesized to 
have an influence on both the workers' ease and desirability of 
mobility. Additionally, performance is hypothesized to affect 
forms of involuntary, as well as voluntary, turnover behaviors. 
The model proposed high-performance employees would have more 
jobs available outside the organization, while low and 
average-performance employees would have few job options 
available outside the organization. 
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McElroy (1984) found that the level of Job Satisfaction 
demonstrated a significant association with turnover where 
teachers who are more satisfied with their jobs are more likely 
to depart the teaching profession. 
A case study of teacher turnover in one southeastern 
metropolitan school system that hires approximately 4,000 
teachers was undertaken (Berry, 1985) to determine which teachers 
left, why, and where they went. Of the 210 teachers in the 
system who resigned during the 1983-84 academic year, 16 percent 
were K-6, 13 percent were math, 9 percent were English, 9 percent 
were vocational, and 7 percent were science teachers. In terms 
of grade levels, more junior high teachers left than high school. 
A Lou Harris survey (1985) interviewed 1,846 current teachers 
and 500 former teachers across the country. Interviewing was 
conducted by telephone. Every public school teacher from K-12 
had an equal opportunity of being drawn into the sample of 
current teachers. Former teachers were located by a referral 
program. Main reasons teachers left teaching were poor salaries 
and poor working conditions which were cited by 66 percent of the 
former teachers. Thirty-six percent named such poor working 
conditions as too much paperwork, too many new teaching 
responsibilities, and lack of input about their jobs. The more 
often teachers work under stress, the more apt they are to leave 
the profession. Murphey (1985) discovered that the top ranked 
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incentive which impel teachers to remain in the teaching field is 
a feeling of accomplishment in teaching and the number one 
disincentive which impels teachers to leave teaching is low 
salary. In a study of 192 elementary school teachers in Idaho, 
Roberts (1986) corroborated Murphey's findings that low salary is 
the dominant reason for teacher mobility and attrition. 
Many new teachers become discouraged and abandon their 
teaching careers. A study by Schlechty and Vance (1981) 
indicates that the most academically able teachers leave teaching 
at a faster rate than less academically able teachers. Dedrick 
(1981) found, in his study of teacher retention that 57 percent 
of his sample had seriously thought of a career change. In a 
survey, 55 percent of the teachers said they either would 
"definitely not" or "probably not" become teachers again 
(Feistritzer, 1983). 
Conversely, a National Education Association (1983) 
nationwide teacher opinion pole disclosed 58 percent of the 
respondents indicated they either would "certainly" or "would 
probably" become teachers again. 
The research available focusing on the factors appearing to 
impact the retention of teachers ordinarily identifies an 
interaction of the individual factors (values, mores, 
aspirations, sex, race, age, education, and socio-economic 
status) with organizational (organization size, supervision, 
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salary, resources, school policy and administration, 
job security, work conditions, environmental dependency and 
status) and/or environmental factors (racial composition, 
community's wealth, population density, urban, rural, or 
suburban), and location (in an eastern, western, southern, or 
northern state), and the distance from the nearest urban area in 
such a way as to create dissatisfaction. The theoretical 
formulations of Abraham Maslow (1954), Jacob Getzel and Egon Guba 
(1957), or Frederick Herzberg (1959) provide guidance for these 
works. 
Though numerous studies have described the variables related 
to job satisfaction or low morale, few have examined the role job 
dissatisfaction or low morale plays in a teacher's decision to 
remain in or leave a position in the teaching profession. 
Teacher Shortage 
Hawley (1986) asserted, that the United States is facing a 
severe shortage of qualified teachers. Every one is 
knowledgeable that math and science teachers are few in number; 
however, that is only a small fractional part of the problem. 
School systems are finding it more difficult to recruit as well 
as retain qualified teachers. 
It is important to acknowledge that throughout U.S. history, 
there have been recurrent shortages of qualified teachers. If 
89 
the academic ability of those who are preparing to teach is 
considered, a shortage of prospects with average or above-average 
ability has existed for decades—frequently most critical in just 
those areas in which there is already unmet demands. For at 
least forty years, the demand for qualified math teachers has 
surpassed the supply. Hawley (1986) commented that it is 
possible that the crisis confronting education will be of 
historic proportions. Few people in the math and science fields 
are entering teaching. Those currently teaching are being 
actively recruited by industry. If this direction continues, by 
1992 there will be a net loss of more than one-third of the 
current teachers in math and science (Feistritzer, 1983). The 
National Institute of Education, in a report, The Condition of 
Education (1984), cited in Harris (1985), estimated that by 1992 
this country will have 34% fewer new teacher graduates than are 
needed to fill the demand for additional teachers. According to 
a 1984 report from the National Association of Secondary School 
Principals, many teachers fail to enter or leave shortly after 
entering the profession, "because the job of teaching fails to 
meet their original expectations and offers too few intrinsic 
rewards to compensate for this failure" (Engelking, 1987, p. 2). 
The proportion of college graduates completing the 
requirements for careers in teaching seems to be incredibly low. 
Hawley (1986) identified the following among the reasons for this 
recent decline: 
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* Reductions in the earning power of teachers relative to 
that of individuals in other occupations and professions; 
* The opening of career opportunities in other fields for 
minorities and women (though this seems to be having a 
greater impact on the pool of minority candidates); 
* Increased requirements for certification; 
* The perception among college students that both teacher 
education and teaching are low-status enterprises; and 
* A decline in the quality of working environments that 
teachers confront, (p. 712) 
The National Center for Education Statistics (NCES) (1986) 
projected that between 1989 and 1993 a need for about one million 
new teachers will exist. Many people see these figures as 
exaggerated and alarming, but in 1983 some 230,000 teachers were 
employed--a significantly larger number than the 164,000 that the 
NCES had projected the need in that year (NCES, 1985). 
Dupre (1986) asserts that the decline in the number and 
academic ability of education majors in teacher education 
programs in predominantly black and predominantly white public 
colleges and universities along with the serious problem in 
attaining the raised score levels of black education graduates on 
standardized tests has created a devastating decrease in the 
number of prospective black teachers. Reports by the RAND 
Corporation and the National Center for Education Information 
suggest that the basic problem may be related to the quality of 
teacher education programs (in Dupre, 1986). Jordan (1989) 
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reports that as the present minority teachers retire from 
classrooms, they are not being replaced by minority teachers. 
Although minority enrollments on college campuses are increasing, 
students are not entering teacher education programs. They are 
being attracted by the higher salaries and job opportunities in 
nontraditional careers and the serious competition of business 
and industry. 
Dariing-Hammond (1988) in her recent article, "The Future of 
Teaching: A Nation Still At Risk or the Birth of a New 
Profession?" posits that in the growing regions of the South and 
West shortages of qualified teachers have become obvious in 
recent years in many urban districts, and in subject areas such 
as science, math, special education, foreign language, and 
bilingual education. Years of deteriorating enrollments and 
teacher surpluses created a decrease in the annual supply of 
newly trained teachers to under 100,000 in 1985 or less than half 
the number graduated in the early 1970s. In light of the 
estimated increases in the demand for new teachers created by 
increasing student enrollments and expected rises in teacher 
retirements, these trends are especially alarming. Over the next 
five years nearly 200,000 teaching vacancies annually are 
expected (NCES, 1985; Dariing-Hammond, 1987). Only about 60 
percent of this demand is expected to be satisfied by the supply 
of newly-graduated teaching candidates (Dariing-Hammond, 1988). 
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Although recent focus on teaching has motivated an increase 
in education as a major or a career (Astin et al., 1987), their 
numbers would have to more than double to meet the demand for new 
teachers in the future. Thus, it is questionable whether further 
increases in the educational requirements for teaching are 
feasible or realistic. 
However, teacher shortages, throughout the 20th century, have 
been an impetus for improving salaries and standards within the 
field. Following World War I and World War II, and again in the 
1960s, shortages propelled substantial genuine increases in the 
salaries along with increases in the educational requirements for 
teaching (Sedlak & Scholssman, 1986). 
Wise, Dariing-Hammond, and Berry (1988) point out that the 
1980s reflect previous experiences with teacher supply shifts and 
changes in compensation and certification. After the wage 
declines of the 1970s which, along with extensively publicized 
surpluses, drastically reduced the supply of teachers in 
training, rising teacher shortages led to a 40 percent increase 
in nominal salaries between 1981 and 1986, while standards for 
certification were elevated by virtue of mandatory licensure 
examinations in most states. 
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Summary 
A thorough review of the literature indicates that the 
current exodus from the teaching profession is attributable to a 
great variety of reasons. Most of these reasons are associated 
with the public school environment and the actual work and 
working conditions of teaching. Among the few studies cited 
which directly investigated the relationship between the morale 
of teachers and retention, O'Conor (1973) concluded that a 
significant relationship existed. According to O'Conor, the 
teacher who leaves a position has significantly lower morale when 
compared with other professionals beyond his study. He also 
concluded that a teacher with low morale does not feel successful 
in a relationship with colleagues and ambivalence about the 
profession has an effect upon perceptions about working 
conditions. 
Although the review of literature for this study indicates a 
lack of definitive evidence of the presence of significant 
relationships between the morale of teachers and their decision 
to remain in or leave the profession, many studies which were 
indirectly associated with teacher morale (PTO sub-dimensions) 
revealed a possible linkage between teachers' level of morale or 
satisfaction with their work and the length of their survival in 
the classroom. In studies cited, teachers reported lack of 
administrative support and lack of community support within their 
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own school systems. Those who have left and those who anticipate 
leaving perceived the profession as having low prestige and not 
offering adequate compensation, reward for excellence in 
performance, or personal autonomy. 
Researchers revealed that a variety of factors discriminated 
leaving and remaining teachers: socio-economic background, as 
teachers with high socio-economic backgrounds were more apt to 
leave; race, as teachers of a different race than that which 
predominated in the school in which they taught left in greater 
numbers; location of the school, as teachers in urban schools 
revealed many more severe problems in all areas of instruction 
and relationships with students than teachers in suburban or 
rural areas. 
Research studies disclosed that a teacher shortage is 
imminent, especially in science and mathematics (Dariing-Hammond, 
1984; Haggstrom, Dariing-Hammond, & Grissmer, 1988; Hawley, 1986; 
Harris, 1985; Feistritzer, 1983). The loss of teachers includes 
such reasons as higher salary in industry, shifts in population, 
a decrease in the number of students entering education, and 
greater job opportunities for women and minorities. However, 
without accurate data bases to indicate actually why populations 
of teachers leave, speculation upon speculation is made. Bush 
(in Montgomery, 1981) describes this problem articulately: 
As one reads the educational literature, it abounds with 
assertion but contains little evidence. We do know that 
there is a large loss of those who enter teaching. We do 
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know that there is a large amount of wandering in and out, 
and we have some scattered evidence that those who wander in 
and out, or who drop out, do so less from dissatisfaction 
with the processes of teaching and more from other factors, 
(p. 78). 
The results of related studies on teacher morale/job 
satisfaction and turnover, added to the alarming statistics on 
the imminent shortage of teachers, present a frightening picture 
of the current status of teaching in the United States. Thus, 
school systems with high teacher turnover are faced with an 
urgent need to determine which factors are more likely to have a 
greater impact on current teachers' decisions to remain in or 
leave the teaching profession. 
The purpose of the present study is to provide accurate data 
on the morale of teachers who have remained in and those who left 
low SES elementary schools. These data will enable district 
level and area administrators to understand the motivation 
underlying teachers' decisions to remain in or leave their 
positions in DCSS. Ultimately, the purpose of this research is 
to provide additional insight into what must be done to develop 
effective strategies for the retention of quality teachers. 
CHAPTER III 
RESEARCH DESIGN 
In this chapter, the method, materials, and procedures used 
in this research are described. The first section includes a 
description of the population and sample for the study. In 
addition, an account of the method used to obtain the sample is 
provided. The next section includes the null hypotheses and a 
description of the survey instruments along with their 
development and reliability and validity. An explanation of the 
method and statistical procedures used to collect and analyze the 
data is included in the last section. 
Population 
The population for this study consisted of certified full 
time teachers employed in thirty (30) low SES elementary schools 
(grades K-6/K-7) in the DCSS. A list identifying the 
socio-economic status (SES) of each elementary school was 
obtained from the Research and Evaluation Department of the 
DCSS. Of the schools identified as having a low SES at the time 
of the study, 30 low SES schools were randomly selected as the 
population group. 
In this study, the socio-economic status of schools in the 
DCSS is determined by dividing the total number of students 
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receiving free or reduced lunch by the total student enrollment 
in a school. Based on this computation, the researcher 
considered any school with 20 percent or more of its students 
receiving free or reduced lunch as a low SES school. The DeKalb 
County School System provides Chapter I services for schools with 
20 percent or more of its students receiving free or reduced 
lunch. Table 1 illustrates the percentages used to qualify each 
school as having a low socio-economic status. Listed in 
descending order, school number one in Table 1 is the elementary 
school with the lowest SES of those selected. 
Table 1 
Thirty Randomly Selected Eleaentary Schools tilth A 
Low Socio-Econoalc Status 
Nuaber of Teachers Percentage of Students 
in the Saaple Receiving Free and 
Black White Reduced Lunch 
School (501) (35*) (Highest to Lowest) 
11 5 8 93.30* 
12 4 7 81.47* 
«3 5 12 80.33* 
#4 7 10 79.11* 
#5 6 7 74.56* 
#6 6 7 72.44* 
17 3 4 71.96* 
«8 4 a 69.841 
19 6 9 69.841 
no 4 6 65.03* 
in 6 9 64.76* 
112 4 8 64.16* 
*13 4 8 60.74* 
114 7 a 59.54* 
115 6 8 58.94* 
116 5 7 57.59* 
117 4 7 52.971 
*ia 4 6 51.661 
#19 6 7 51.32* 
120 5 10 50.40* 
121 5 9 49.40* 
#22 6 a 47.05* 
>23 5 11 44.83* 
#24 7 11 42.82* 
#25 7 8 37.541 
#26 3 11 36.431 
#27 6 a 27.821 
#28 6 12 24.42* 
*29 5 7 23.251 
#30 9 13 21.711 
Totals 164 254 
Source: Or. Vivian McMillan (1989, March 20). DeKalb County Board of 
Education. 
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The total population for the teachers from the 30 schools 
selected was 1,051 teachers. A stratified random sampling of 
teachers by race and employment status was selected from 762 
respondents, 73 percent of the total population. 
In DCSS, each elementary school is staffed with approximately 
35 percent black teachers and 65 percent white teachers. For 
this study, 35 percent of the black teachers in each school would 
represent a cell size that is too small for analysis, thus 
creating a greater possibility of bias. Also, 65 percent of the 
white teachers in each school would represent a much larger and 
unmanageable cell size. Therefore, a random sampling of 50 
percent of the black teachers in each school and 35 percent of 
the white teachers in each school was selected. In cases where a 
50 percent representation of black teachers in a school would 
have created too small a cell size, the total number was 
selected. The total sample selected was 421 teachers. Three 
teacher responses were not useable, therefore, the total sample 
size was 418 teachers. Table 1 indicates 50 percent of the black 
teachers and 35 percent of the white teachers selected in each 
school. Figure 1 describes the sample size based upon the total 
number of responses. 
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Blacks Who Left  13 
Blacks Who Remained 151 
Whites Who Left  90 
Whites Who Remained 164 
Total 418 
Figure 1. Description of Sample 
Sample 
The total population of full-time elementary teachers in the 
30 schools was 762 teachers. The sample for this study consisted 
of 418 teachers employed in 30 elementary schools with a low SES 
during the 1988-89 school year. The total sample was divided 
into two subgroups--black teachers and white teachers. Each 
subgroup was further divided into two parts—those who have 
remained on staff in a low SES school and those who had left the 
school system as of June, 1989. 
The cell structure for analysis of the sample is further 
illustrated in Table 2. 
TOO 
Table 2 
The Cell Structure for Analysis of the Sample 
Blacks Who Have Left Whites Who Have Left 
Low SES Elementary Low SES Elementary 
Schools Schools 
Blacks Who Have Remained Whites Who Have Remained 
in Low SES Elementary in Low SES Elementary 
Schools Schools 
The Sample was selected via a stratified random sampling 
technique from 762 respondents of full-time teachers employed in 
30 low SES elementary schools. This technique was used to ensure 
the correct proportion of black and white elementary school 
teachers. Fifty percent of the black teachers and 35 percent of 
the white teachers including those who left the system were 
selected. The total sample size is 418 teachers. Borg (1979) 
stated that stratified random sampling assures the researcher 
"that the sample will be representative of the population in 
terms of certain critical factors that have been used as a basis 
for stratification and also assures him of adequate cases for 
subgroups analysis" (p. 187). The major common denominator 
emphasized for all participants was that every member of the 
study was a full-time classroom teacher during the 1988-89 school 
year. 
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In order to ensure as much consistency of experience as 
possible, this study excluded all members of the administrative 
staff. This study also excluded personnel employed in part-time 
positions, special educators, and/or hourly paid tutors. 
Instrument 
The Purdue Teacher Opinionaire (PT0-1980) was the primary 
instrument for this study. It was specifically designed to 
provide a measure of teacher morale. This instrument yields a 
total score to indicate a general level of morale. Also, a 
series of subscores which break down morale into ten identifiable 
dimensions is provided. These dimensions include: 
1.1 Teacher Rapport With Principal 
1.2 Satisfaction With Teaching 
1.3 Rapport Among Teachers 
1.4 Teacher Salary 
1.5 Teacher Load 
1.6 Curriculum Issues 
1.7 Teacher Status 
1.8 Community Support of Education 
1.9 School Facilities and Services 
1.10 Community Pressures 
A brief description of the ten factors of the revised 






"Teacher Rapport With Principal" deals with the 
principal's professional competency, interest in 
teachers and their work, ability to communicate, 
and skill in human relations. 
"Satisfaction With Teaching" pertains to teacher 
relationships with students and feelings of 
satisfaction with teaching. According to this 
factor, the high morale teacher loves to teach, 
feels competent in a job, enjoys students, and 
believes in the future of teaching as an 
occupation. 
"Rapport Among Teachers" focuses on a teacher's 
relationships with other teachers. The items here 
solicit the teacher's opinion regarding the 
cooperation, preparation, ethics, influence, 
interests, and competency of peers. 
"Teacher Salary" pertains primarily to the 
teacher's feelings about salaries and salary 
policy. Are salaries based on teacher 
competency? Do they compare favorably with 
salaries in other school systems? Are salary 
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policies administered fairly and justly, and do 
teachers participate in the development of these 
polici es? 
Factor 5. "Teacher Load" deals with such matters as 
recordkeeping, clerical work, "red tape," 
community demands on teacher time, 
extra-curricular load, and keeping up to date 
professionally. 
Factor 6. "Curriculum Issues" solicits teacher reactions to 
the adequacy of the school program in meeting 
student needs, in providing for individual 
differences, and in preparing students for 
effective citizenship. 
Factor 7: "Teacher Status" samples feelings about the 
prestige, security, and benefits afforded by 
teaching. Several of the items refer to the 
extent to which the teacher feels like an accepted 
member of the community. 
Factor 8: "Community Support of Education" deals with the 
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extent to which the community understands and is 
willing to support a sound educational program. 
Factor 9: "School Facilities and Services" has to do with 
the adequacy of facilities, supplies and 
equipment, and the efficiency of the procedures 
for obtaining materials and services. 
Factor 10: "Community Pressures" gives special attention to 
community expectations with respect to the 
teacher's personal standards, participation in 
outside-school activities, and freedom to discuss 
controversial issues in the classroom. (Bentley & 
Rempel, 1980) 
Morale is perceived as an effect related to the successful 
interaction among individual needs and incentives and 
organizational goals. These hypothetical considerations 
substantiate the concepts which are the basis of teacher morale 
studies. 
Morale refers to the professional interest and enthusiasm 
that a person displays toward the achievement of 
individual and group goals in a given job situation. 
(Bentley & Rempel, 1980, p. 2) 
This definition acknowledges the satisfaction of both 
individual and group needs and their effective harmonization as 
the fundamental principle of morale. In the preparation of the 
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initial Purdue Teacher Opinionaire, Bentley and Rempel (1980) 
used the approach which involved asking individuals to make 
qualitative judgments and express their feelings about the 
persons and things in their environments that may be related to 
their morale. So that a total score or index could be assigned, 
these responses were appropriately weighted and quantified. 
The first form of the Opinionaire, developed in 1961, was 
comprised of 145 items logically grouped to examine eight 
categories pertaining to the teacher and his school environment. 
The eight categories were: 
. Teaching As An Occupation 
. Relationships With Students 
. Relationships With Other Teacher 
. Administrative Policies and Procedures 
. Relationships With Community Curriculum Factors 
. Curriculum Factors 
. Working Conditions 
. Economic Factors 
Bentley and Rempel developed the instrument by administering an 
experimental form to a large representative sample of high school 
teachers. The final selection of items were determined based on 
internal consistency item analysis techniques. The Kuder- 
Richardson internal consistency reliability coefficients for the 
eight categories ranged from .79 to .98 with an overall 
reliability of .96 (Bentley & Rempel, 1980). 
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The 145-item instrument was validated against peer judgements 
made by fellow teachers who were requested to use the conceptual 
definition of morale which was the basis of the opinionaire. 
"High," "middle," and "low" teacher morale groups were identified 
through the peer judgements. Mean opinionaire scores were 
calculated for each of the groups to determine the instrument's 
validity against the peer judgement criterion. Among the three 
groups, differences were significant beyond the .05 level of 
significance (Bentley & Rempel, 1980). 
The multidimensional nature of morale suggests placing what 
is believed to measure morale into a correlational matrix and 
then using appropriate factorial methods to identify various 
factors or dimensions. Several studies of morale in industry and 
in the military, using factor analysis, identified certain 
factors in morale that seemed to resemble the original categories 
established in the Purdue Teacher Opinionaire. A 
principal-components analysis of the image-covariance matrix 
followed by an oblique rotation of the extracted factors was the 
procedure used. The analysis was made using a representative 
sample of 570 teachers. To assure that the items were working 
effectively at various morale levels, factor analysis procedures 
were applied to "high," "middle," and "low" teacher morale groups 
which made it possible to identify ten rather than eight 
factors. Using tne factor analyses, the 100-item instrument was 
refined and completed (Bentley & Rempel, 1980). 
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A total of 3023 high school teachers in Indiana and eastern 
Oregon were administered the revised form of the Purdue Teacher 
Opinionaire. Test-retest correlations for total scores and for 
factor scores are shown in Table 3 (Bentley & Rempel, 1980). 
Table 3 
Test-Retest Correlations for Purdue Teacher 
Opinionaire Factor and Total Scores 
Factor (N = 3023) Correlation 
1. Teacher Rapport with Principal .88 
2. Satisfaction with Teaching .84 
3. Rapport Among Teachers .80 
4. Teacher Salary .81 
5. Teacher Load .77 
6. Curriculum Issues .76 
7. Teacher Status .81 
8. Community Support of Education .78 
9. School Facilities and Services .80 
10. Community Pressures .87 
Source: Bentley & Rempel, 1980. 
108 
In Table 4, a frequency distribution of individual school 
test-retest correlations for both factor and total scores shows 
that the factor correlations were predominantly above the .60 
level and for the total scores about 90% of the correlations are 
.80 or above (Bentley & Rempel, 1980). 
Table 4 
Frequency Distribution of Test-Retest Correlation 
For Factor and Total Scores 
(Seventy-Six Secondary Schools) 
Correlations 
Number of Correlations 
1 2 3 4 
Factors 
5 6 7 8 9 10 Total 
90-99* 25 16 8 4 - 1 5 3 1 2 23 
80-89 32 47 26 31 29 21 38 18 21 2 46 
70-79 17 5 32 27 33 21 22 24 35 14 4 
60-69 1 5 8 12 9 24 11 22 11 24 3 
50-59 1 3 1 1 3 7 - 6 8 21 - 
40-49 - - 1 1 2 1 - 1 - 9 - 
30-39 - - - - - 1 - - - 2 - 
20-29 - - - - - - - 1 - 1 - 
10-19 - - - “ - “ 1 - 1 - 
* Decimals have been omitted. 
Source: Bentley & Rempel, 1980. 
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Table 5 reveals that there was little difference between the 
means and standard deviations for both total and factor scores 
for the test and retest administrations of the Opinionaire 
(Bentley & Rempel, 1980). 
Table 5 
Means and Standard Deviations for Test and Retest Administration 
of the Purdue Teacher Opinionaire 
First Administration* Retest Administration* 
Standard Standard 
Factors N Means Deviations Means Deviations 
1 (20)** 3023 62.26 13.09 61.26 13.74 
2 (20) 3023 69.00 8.13 68.30 8.73 
3 (14) 3023 41.80 6.25 41.94 6.28 
4 (7) 3023 18.59 5.26 18.77 5.25 
5 (11) 3023 34.98 5.85 34.90 6.06 
6 (5) 3023 14.75 3.44 14.66 3.38 
7 (8) 3023 23.49 5.22 23.71 5.22 
8 (5) 3023 14.62 3.57 14.66 3.58 
9 (5) 3023 13.47 3.77 13.64 3.64 
10 (5) 3023 16.37 2.75 16.22 2.79 
Total 
Score (100) 3023 312.49 38.31 311.28 40.77 
* The interval between administration was approximately four weeks. 
** Numbers in parenthesis indicate the number of items in each 
factor. 
Source: Bentley & Rempel, 1980. 
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From the sample of 3023 secondary teachers, interfactor 
correlations were computed and were found to range from .18 to 
.61 with a median correlation of .38 (Table 6). In most 
instances, these correlations appear to be sufficiently low to 
make factor scores meaningful in evaluating the status of morale 
for an individual or for a group. 
Table 6 
Inter-Factor Correlations* 




6 7 8 9 10 
1 35 48 25 32 37 37 40 32 31 
2 39 18 40 30 54 42 29 39 
3 34 33 44 42 47 37 36 
4 18 24 38 36 31 18 
5 38 43 35 39 55 
6 40 44 51 37 
7 61 40 47 
8 44 47 
9 35 
10 - 
* Decimals omitted. 
Source: Bentley & Rempel, 1980. 
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In Table 7, the magnitude of correlations between items and 
the factor to which they belong illustrates, in most instances, 
that they contribute significantly to that factor (Bentley & 
Rempel, 1980). 
Table 7 
Frequency Distribution of Item Correlation by 
Factors with Factor Scores (N-3023) 
Correla¬ 
tions 
1 2 3 4 5 6 7 8 9 10 Totals 
80-89* 2 1 4 - - 1 - 1 - - 9 
70-79 11 5 2 2 - 3 3 3 1 - 30 
60-69 3 7 8 3 3 1 5 1 3 3 37 
50-59 4 4 - 2 5 - - - 1 1 17 
40-49 - 3 - 2 1 - - - - 1 5 
30-39 - - - - 1 - - - - - 1 
20-29 - - - - 1 - - - - - 1 
Totals 20 20 14 7 11 5 8 5 5 5 100 
* Decimals are omitted. 
Source: Bentley & Rempel, 1980. 
Supplemental to the Purdue Teacher Opinionaire, an additional 
questionnaire was distributed. This instrument, designed to 
collect a variety of demographic data which may be verified 
through available sources, was provided for each participant. Of 
special interest are facts relating to sex, age, years of 
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experience, educational level, race of students/teacher, and 
grade level taught. Demographic data was solicited for 
descriptive purposes and to identify, if any, those factors which 
might be germane to one subgroup or another in terms of the 
study. For review, the questionnaire was submitted to personnel 
administrators. To identify those teachers who had resigned from 
their positions, the DCSS personnel records and computerized 
staff reports were examined. The employment status of teachers, 
correlated with PTO morale scores and demographic variables, was 
used as a retention measure in the study. 
Null Hypotheses 
1. There is no significant difference between the morale of 
black teachers and the morale of white teachers who have 
left low SES elementary schools in Dekalb. 
2. There is no significant difference between the morale of 
black teachers and the morale of white teachers who have 
remained in low SES elementary schools in Dekalb. 
3. There is no significant difference in morale between 
black teachers who have remained and black teachers who 
have left low SES elementary schools. 
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4. There is no significant difference in morale between 
white teachers who have remained and white teachers who 
have left low SES elementary schools. 
5. There is no significant difference in the retention of 
black teachers and the retention of white teachers in low 
SES elementary schools in DeKalb. 
6. There is no significant difference between black and 
white teachers who have remained and those who have left 
low SES elementary schools in each of the morale factors, 
as identified by the Purdue Teacher Opinionaire. 
7. There is no signficant relationship between morale and 
employment status (resigned or remained) of black and 
white teachers in low SES elementary schools in DeKalb. 
8. There is no significant relationship between total morale 
scores and certain demographic characteristics (sex, age, 
race, years of experience, degree, grade level taught, 
and race of students taught) of teachers in low SES 
elementary schools in DeKalb. 
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Data Collection Procedures 
After the participants were selected, the process of 
collecting data was initiated in the following manner. 
The instruments (Purdue Teacher Opinionaire and Demographic 
Questionnaire) were delivered to 30 selected low SES elementary 
schools. An identification code number was written on each 
questionnaire provided for each participant. The major data 
collecting instrument in the area of teacher morale was the 
Purdue Teacher Opinionaire. Practical data on each participant 
such as age, sex, and race were accumulated through the use of a 
Demographic Questionnaire. Professional information such as race 
of students taught, years of experience, grade level taught, and 
level of degree was also requested. Personnel records were used 
to check and validate all data received as well as to identify 
those teachers who had left the system. 
Specific instructions were given guiding the administration 
of the questionnaires. The teachers were to respond to the 108 
questions on the questionnaire by marking their answers with a 
number two pencil. No school or teacher was to be identified in 
this study; therefore, the researcher was the sole possessor of 
the code identification key. Confidentiality was maintained at 
all times. 
The administration of the questionnaires took approximately 
20 minutes. Participants were requested to use the return 
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envelope to return packets to a designated individual on the 
school staff. A five-day turn around time was allowed for the 
return of questionnaires. The researcher collected completed 
questionnaires from each school. 
Data Analysis Methodology 
In this research study, a non-experimental approach, 
descriptive, correlational and multivariate techniques were 
applied to the data collected. The data collected from the 
Purdue Teacher Opinionaire and the questionnaire on selected 
demographics were treated as follows: 
. Median factor analysis was used to denote average item 
and factor scores across teachers in the sample grouping 
as a measure of central tendency. Medians are useful for 
descriptive purposes. 
. A one-way analysis of variance was conducted to determine 
differences between and within groups. 
. In order to ascertain whether or not significant 
differences among groups were related to chance or other 
factors, a two- way analysis of variance using race and 
employment status (resigned or remained) as the 
independent variables was calculated for each of the ten 
morale factors. 
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A chi square analysis was used to compare the number of 
black and white teachers who remained or resigned from 
their positions. 
Pearson's correlations were calculated to determine 
which variables vary or are related, i.e., teacher 
support with principal and morale, satisfaction with 
teaching and morale as well as the direction and 
strength of the inferred relationship between morale and 
employment status. 
A stepwise discriminant function, a multivariate 
analysis, was calculated to assess the effects of the 
independent variables (sub-dimensions of morale) on the 
dependent variable (employment status) to determine 
which independent variables are the best predictors of 
teachers' decisions to remain in or leave the teaching 
profession. 
CHAPTER IV 
DATA ANALYSIS AND RESULTS 
Description of Sample 
As described in Chapter III, the sample was comprised of 418 
teachers assigned to low SES schools in the DeKalb County School 
System (DCSS) during the 1988-1989 school year. From the total 
number of respondents (762), 418 (55 percent) subjects were 
randomly selected. These subjects were categorized into the 
following four subgroups: 
1. Blacks who left low SES schools in DCSS (Blacks Resigned); 
2. Blacks who remained in low SES schools in DCSS (Blacks 
Remained); 
3. Whites who left low SES schools in DCSS (Whites Resigned); 
4. Whites who remained in low SES schools in DCSS (Whites 
Remained). 
Subgroup sizes and percentages are presented in Table 8. 
Table 8 
Description of Group Sizes 
Group N % 
Black: Resigned 13 3.1 
Remained 151 36.1 
White: Resigned 90 21.5 
Remained 164 39.2 
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Of these respondents, 391 (94 percent) were female, and 27 (6 
percent) were male. There were 164 (39 percent) black teachers 
and 254 (61 percent) white teachers in low SES elementary 
schools. Most of the teachers (71 percent) ranged in age from 21 
to 40 years old (Table 9). 
Table 9 
Description of Subjects in the Sample by Sex, Age, and Race 
Sex N % Race N % Age N % 
Male 27 6 Black 164 39 21-30 149 35.6 
Female 391 94 W hi te 254 61 31-40 148 35.4 
41-50 81 19.4 
Over 50 40 9.6 
Totals 418 100 418 100 418 100.0 
The majority of the sample (55 percent) had 6 to 25 years of 
experience. About 41 percent had from 0 to 5 years of 
experience, and the smallest group (4 percent) had more 1 than 26 
years of teaching experience. More than half of the teachers (51 
percent) in the responding group had masters degrees; about 46 
percent had bachelors degrees; and the remainder (4 percent) held 
specialist or doctorate degrees (Table 10). 
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Table 10 
Description of Subjects in the Sample by Years of 
Experience and Degree 
Years of Experience N % Degree Held N % 
0-5 170 40.7 Bachelors 192 45.9 
6-15 151 36.1 Masters 211 50.5 
16-25 79 18.9 Specialist 14 3.3 
26 or more 18 4.3 Doctorate 1 .2 
Totals 418 100.0 Totals 418 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
Approximately 69 percent of the subjects taught in grades 
1-7; more teachers (37 percent) taught in grades 4-7 than in any 
other grades. About 87 percent of the subjects taught mostly 
black students (Table 11). 
Table 11 
Description of Subjects in the Sample by Grade Level Taught 
and Race of Students Taught 
Grade Level 
Taught N % 
Race of 
Students Taught N % 
K 46 11.0 Mostly Black 364 87.1 
1-3 131 31.3 Mostly White 13 3.1 
4-7 155 37.1 Balanced 41 9.8 
K-7 86 20.6 
Totals 418 100.0 418 100.0 
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Of the 418 teachers who responded to the Purdue Teacher 
Opinionaire (PTO), 103 (25 percent) had resigned from their 
teaching assignments. Of the resignees, the vast majority were 
female (96 percent) and white (87 percent) (Table 12). 
Table 12 
Description of Subjects in the Sample Who Resigned 
By Sex and Race 
Sex 
Black White Total 
N % of Total N % of Total N % 
Mai e 1 1.0 3 2.9 4 3.9 
Female ]2 11.7 87 84.5 99 96.1 
Totals 13 12.7 90 87.4 103 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
Half of the resigning teachers were in the youngest age 
category. Black teachres who resigned tended to be different 
from resigning white teachers in several ways. In general, black 
resignees were older. About 46 percent of the blacks who 
resigned were 31 to 40 years old while the largest group of 




Description of Subjects in the Sample who Resigned by Age and Race 
Age 
Black 





21-30 2 15.4 49 54.4 51 49.5 
31.40 6 46.2 19 21.1 25 24.3 
41-50 1 7.7 12 13.3 13 12.6 
Over 50 4 30.8 JO 11.1 14 13.6 
Totals 13 100.0 90 100.0 103 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
More ' than half (56 percent) of the resigning teachers had 
from 0 to 5 years of experience in teaching. Black resignees 
tended to have more experience; 46 percent of these teachers had 
from 6 to 15 years in contrast to 61 percent of the white 
resignees who had from 1 to 5 years of experience (Table 14). 
Table 14 
Description of Subjects in the Sample Who Resigned by Years of 
Experience and Race 
Years of B1acks Whites Total 
Experience N % N % N % 
0-5 3 23.1 55 61.1 58 56.3 
6-15 6 46.2 22 24.4 28 27.2 
16-25 1 7.7 8 8.9 9 8.7 
26 or more 3 23.1 _5 5.6 8 7.8 
Totals 13 100.0 90 100.0 103 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
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About 40 percent of the résignées had a masters degree or 
higher. The majority of the black teachers who resigned (69 
percent) had masters degrees while the majority of resigning 
whites (66 percent) had bachelors degrees (Table 15). 
Table 15 
Description of Subjects in the Sample 









Bachelors 4 30.8 59 65.5 63 61.2 
Masters 9 69.2 29 32.2 38 36.9 
Specialist - - 2 2.2 2 1.9 
Doctorate - - - - - - 
Totals 13 100.0 90 100.0 103 100.3 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
The largest percentage of resigning teachers (45 percent) 
came from the group teaching grades four through seven. Of the 
resigning black teachers, 53.8 percent taught in grades four 
through seven as compared to 43.3 percent of the resigning white 
teachers. More white teachers (36.7 percent) left from grades 
one through three than black teachers (15.4) (Table 16). 
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Table 16 
Description of Subjects in the Sample Who Resigned 









K - - 7 7.8 7 6.8 
1-3 2 15.4 33 36.7 35 34.0 
4-7 7 53.8 39 43.3 46 44.7 
K-7 _4 30.8 21 12.2 15 14.6 
Totals 13 100.0 90 100.0 103 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
The majority of the teachers who resigned (91.3 percent) 
taught mostly black students. More white teachers (95.6 percent) 
taught mostly black students than black teachers (61.5 percent). 
Black teachers (38.5 percent) taught racially balanced students 
in contrast to only 3.3 percent of the white teachers (Table 17). 
Table 17 
Description of Subjects in the Sample Who Resigned 
By Race of Students Taught 
Race of 







Mostly Black 8 61.5 86 95.6 94 91.3 
Mostly White - - 1 1.1 1 1.0 
Balanced _5 38.5 _3 3.3 8 7.8 
Totals 13 100.0 90 100.0 103 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
124 
Of the 315 teachers who remained in their positions, 93 
percent were female and 52 percent were white. More white 
females (48.6 percent) remained in their positions than black 
females (44.1 percent) (Table 18). 
Table 18 
Description of Subjects in the Sample Who Remained by Sex and Race 
Sex Blacks Whites Total 
N % N % N % 
Mai e 12 3.8 11 3.5 23 7.3 
Female 139 44.1 153 48.6 292 92.7 
Totals 151 47.9 164 52.1 315 100.0 
The largest group of remaining teachers were in the 31 to 40 
year age range, 31 percent were 21 to 30 years old, and the 
remainder were 41 years or older. White teachers who remained in 
their positions tended to be older than similar black teachers. 
About 22.6 percent of the remaining whites were from 41 to 50 
years old while the largest group of blacks (55 percent) who 
remained in the schools were from 31 to 40 (Table 19). 
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Table 19 









21-30 28 18.5 70 42.7 98 31.1 
31-40 83 55.0 40 24.4 123 39.0 
41-50 31 20.5 37 22.6 68 21.6 
Over 50 9 6.0 17 10.4 26 8.3 
Totals 151 100.0 164 100.0 315 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
Of the subjects who remained, about 36 percent had from 0 to 5 
years of experience, 39 percent had from 6 to 15 years of 
experience, and 26 percent had 16 or more years of experience. 
Black teachers who remained had more experience (46 percent, 6 to 
15 years) than did white teachers who remained (32.3 percent); 
45.7 percent of the white teachers who remained had 0 to 5 years 
of experience (Table 20). 
Table 20 
Description of Subjects in the Sample Who Remained By 









0-5 37 24.5 75 45.7 112 35.6 
6-15 70 46.4 53 32.3 123 39.0 
16-25 40 26.5 30 18.3 70 22.2 
26 or more 4 2.6 6 3.7 10 3.2 
Totals 151 100.0 164 100.0 315 100.0 
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The largest group of remaining teachers (55 percent) had 
masters degrees. Nearly 64 percent of the blacks who remained in 
their schools had masters degrees, in contrast to only 47 percent 
of the whites who remained (Table 21). 
Table 21 
Description of Subjects in the Sample Who 









Bachelors 48 31.8 81 49.4 129 41.0 
Masters 96 63.6 77 47.0 173 54.9 
Special ist 7 4.6 5 3.0 12 3.8 
Doctorate - - 1 .6 1 .3 
Totals 151 100.0 164 100.0 315 100.0 
Note: Totals do not equal 100 percent because of rounding to the 
nearest tenth. 
Teachers who remained were fairly evenly divided across 
grades. Nearly 31 percent taught in grades one through three 
while about 35 percent worked with grades four through seven. 
The largest percentage of white teachers (36 percent) taught in 
grades one through three while the largest percentage of black 




Description of Subjects in the Sample Who Remained 
By Grade Level Taught and Race 
Grade Level Blacks Whites Total 
Taught Nl % N % N % 
K 14 5.3 25 15.2 39 12.4 
1-3 37 24.5 59 36.0 96 30.5 
4-7 55 36.4 54 32.9 109 34.6 
K-7 45 29.8 26 15.9 71 22.5 
Totals 151 100.0 164 100.0 315 100.0 
Of the teachers who remained , 85.7 percent taught mostly 
black students. More blacks who remained (4.6 percent) taught 
mostly white students than did whites who remained (3.0 percent) 
(Table 23). 
Table 23 
Description of Subjects in the Sample who Remained 
By Race of Students Taught and Race 
Race of Students B1acks Whites Total 
Taught N % N % N % 
Mostly Black 130 86.1 140 85.4 270 85.7 
Mostly White 7 4.6 5 3.0 12 3.8 
Balanced 14 9.3 19 11.6 33 10.5 
Totals 151 100.0 164 100.0 315 100.0 
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The Instruments 
The Purdue Teacher Opinionaire (PTO) was the primary 
instrument used in this study. It was developed by Ralph R. 
Bentley and Averno M. Rempel for the specific purpose of 
measuring teacher morale. In contrast to other more general 
instruments, the ten factors of the PTO focus on specific 
components expressly related to a teacher's professional 
experiences. Moreover, during its development, the PTO was 
rigorously examined to establish reliability and validity (See 
Chapter III). 
A brief description of the ten factors comprising the Purdue 
Teacher Opinionaire is presented below: 
Ten Morale Factors 
Purdue Teacher Opinionaire 
Factor 1 Teacher Rapport With Principal deals with the teachers 
feelings about the principal. 
Factor 2 Satisfaction With Teaching pertains to teacher 
relationships 
with students and feelings of satisfaction with 
teaching. 
Factor 3 Rapport Among Teachers focuses on the teachers' 
relationships with other teachers. 
Factor 4 Teacher Salary pertains primarily to the teachers' 
feelings about salaries and salary policy. 
Factor 5 Teacher Load deals with such matters as record 
keeping, clerical work, community demands, 
extracurricular load, and keeping up-to-date 
professionally. 
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Factor 6 Curriculum Issues solicits teacher reactions to the 
adequacy of the school program in meeting student 
needs and in preparing students for effective 
citizenship. 
Factor 7 Teacher Status samples feelings about prestige, 
security, and benefits afforded by teaching. 
Factor 8 Community Support of Education deals with community 
understanding and willingness to support a sound 
educational program. 
Factor 9 School Facilities and Services concerns the adequacy 
of facilities and efficiency of procedures for 
obtaining materials and services. 
Factor 10 Community Pressures relates to community expectations 
regarding a teacher's personal standards, 
participation in outside school activities and freedom 
to discuss controversial issues in the classroom. 
In scoring the PTO, item responses were weighted in the 
following manner: 
A. When "Agree" (A) was the keyed response (positive item), 
the weights were: 
Agree Probably Agree Probably Disagree Disagree 
4 3 2 1 
B. When "Disagree" (D) was the keyed response (negative item), 
the weights were: 
Agree Probably Agree Probably Disagree Disagree 
12 3 4 
Bentley and Rempel (1980) who designed and validated the 
Purdue Teacher Opinionaire emphasized that item and factor 
distributions tend to be skewed, therefore, medians are used to 
indicate average item and factor scores across teachers in a 
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sampling group. Reversing the weights in the above manner for 
negative items results in a median of 4.0 always being the best 
and a median of 1.0 the poorest possible for all items. 
According to the Manual for the Purdue Teacher Opinionaire 
prepared by Bentley and Rempel (1980), item medians may be 
interpreted on an absolute basis by noting their defined "item" 
positions, e.g., a median of 4.0 indicates that the group has 
agreed that the response to a given item is either "Agree" 
(positive item) or "Disagree" (negative item) for their 
particular school situations, in both cases the best possible 
evaluation. An item median of 1.9, on the other hand, indicates 
that the central tendency of the faculty response distribution is 
"Probably Disagree" if the item was positive or "Probably Agree" 
if the item was negative. In both cases, their evaluation of the 
school situation on the items in question was rather low. 
Factor medians also have absolute meaning because the 
obtained values indicate the average on all items for a 
particular factor. A factor median of 3.0 denotes that the group 
felt that the item statement responses comprising that factor 
were on the average either "probably disagree" (for the positive 
items) or "probably agree" (for the negative items) for their 
school situation. In either case, a 3.0 is a fairly acceptable 
rating from an absolute standpoint. This type of interpretation 
is less evident when all medians fall near the .5 points; e.g., 
1.6, 2.4. 
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For the purpose of collecting demographic data such as sex, 
age, years of experience, academic degree, grade level taught and 
race of students, a questionnaire was administered to each 
respondent in the study. These data were gathered to provide 
descriptive information about the sample and to identify any 
individual characteristics associated with morale. (See Appendix 
F for demographic data scoring key.) 
Analysis of the Data and Results 
Table 24 represents the compilation of the median ratings of 
each of the four subgroups for factors 1-10. This table allows 
the researcher to make cursory comparisons among groups, factor 
by factor which generates the following observations: 
1. The "Blacks Resigned" group had the highest morale of all 
groups in factor 1 (Teacher Rapport with Principal), 
factor 3 (Rapport Among Teachers), and factor 4 (Teacher 
Salary). The "Blacks resigned" group did not score 
lowest morale on any factor. Among blacks who resigned, 
the highest morale score was in factor 5 (Teacher Load); 
the lowest morale score was in factor 6 (Curriculum 
Issues). Between blacks who resigned and blacks who 
remained, the "Blacks Remained" group had lower morale in 
all factors. Between blacks who resigned and whites who 
resigned, the "Blacks Resigned" group had lower morale on 
Table 24 










1. Teacher rapport with principal 2.25 1.55 2.18 1.90 
2. Satisfaction with teaching 1.90 1.50 1.95 1.65 
3. Rapport among teachers 1 .86 1.71 1.79 1.71 
4. Teacher salary 2.71 2.57 2.57 2.43 
5. Teacher load 2.46 2.18 2.46 2.27 
6. Curriculum issues 1.80 1.60 2.10 1.80 
7. Teacher status 2.50 2.25 2.75 2.50 
8. Community support of education 2.00 1.80 3.00 2.60 
9. School facilities and services 2.20 1.80 2.20 2.00 
10. Community pressures 2.00 1.80 2.00 1.80 




factor 2 (Satisfaction with Teaching), factor 6 
(Curriculum Issues), Factor 7 (Teacher Status), and 
factor 8 (Community Support of Education). Both groups 
had the same morale in factor 5 (Teacher Load), factor 9 
(School Facilities and Services), and factor 10 
(Community Pressures). 
2. The "Blacks Remained" group scored lowest of all the 
groups in every factor except factor 3 (Rapport Among 
Teachers), factor 4 (Teacher Salary), and factor 10 
(Community Pressures). Among Blacks who remained, the 
highest morale was on factor 4 (Teacher Salary); the 
lowest morale was on factor 2 (Satisfaction with 
Teaching). Between blacks who remained and whites who 
remained, the "Blacks Remained" group had higher morale 
on factor 4 (Teacher Salary). Both groups scored the 
same morale in factor 3 (Rapport among Teachers), and 
factor 10 (Community Pressures). 
3. The "Whites Resigned" group had the highest morale of all 
groups in factor 2 (Satisfaction with Teaching), factor 6 
(Curriculum Issues), factor 7 (Teacher Status), and 
factor 8 (Community Support of Education). This group 
did not score lowest morale on any factor. Among whites 
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who resigned, the greatest satisfaction was indicated on 
factor 8 (Community Support of Education); the group 
demonstrated the lowest morale on factor 3 (Rapport among 
Teachers). Between whites who resigned and whites who 
remained, the "Whites Remained" group showed lower morale 
in every factor. 
4. The "Whites Remained" group did not score highest morale 
on any factor when compared to the other groups. The 
lowest morale was on factor 4 (Teacher Salary). Among 
the whites who remained group, the highest morale was 
demonstrated on factor 8 (Community Support of Educaton); 
the lowest morale was on factor 2 (Satisfaction with 
Teaching). Between whites who remained and blacks who 
remained, the "Whites Remained" group showed higher 
morale on every factor except factors 3, 4, and 10. The 
two groups had the same score on factors 3 and 10. 
Based on these observation, one can state that the "Whites 
Resigned" group demonstrated generally higher morale than the 
other three groups considering the fact that it showed the 
highest morale in four out of ten factors. The "Blacks Remained" 
group scored the lowest of any group on more factors (7 out of 
10) which denotes that this group demonstrated the lowest morale 
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generally of all four groups. Of all the subgroups, the "Blacks 
Resigned" and "Whites Resigned" groups generally scored higher 
morale than the remaining groups. 
Testing the Research Hypotheses 
Although the median data provided interesting comparisons 
among groups, it did not enable the researcher to determine 
whether observed differences across groups were related to chance 
or other factors. In order to test the research hypotheses, a 
series of statistical analyses were performed. Because numerous 
statistical tests were performed, an experiment-wise procedure 
was used to control for the increased chance of error. At chance 
levels, about one of the following significance tests would have 
been significant by chance alone (20 sign. F-tests x .05 = 
1.00). Since the number of tests reaching significance greatly 
exceeds that number, the results can be assumed to be reliable. 
The data are now discussed in relation to the null hypotheses 
posed in Chapter III. 
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Hypothesis 1 
Hq: There is no significant difference between the morale 
of black teachers and the morale of white teachers 
who have left low SES elementary schools in DeKalb. 
An analysis of variance was conducted to compare morale 
scores of black and white teachers who resigned from their 
positions. Results of the analysis indicated that there was no 
significant difference between black and white teachers who 
resigned (F = 1.3, p = .26). However, only 13 black teachers 
from these schools fell into this category. Given the mean 
scores shown in Table 25, it is possible that similar results 
with a larger sample would have been statistically significant. 
Table 25 
Anova Comparison of Total Morale Scores of Teachers Who 
Resigned From Their Schools 
Group N Mean S.D. 
Black Teachers 13 208.85 50.51 
White Teachers 90 224.18 45.18 
F = 1.27, p = .26 
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Hypothesis 2 
H : There is no significant difference between the morale 
o 
of black teachers and the morale of white teachers 
who have remained in low SES elementary schools in 
DeKalb. 
Again, analysis of variance was used to compare the groups. 
The results in Table 26 indicate that the morale scores of white 
teachers who remained in their positions (x = 201.88) were 
significantly higher (F = 4.73, p=.03) than black teachers who 
remained in their positions (x = 191.64). 
Table 26 
Anova Comparison of Total Morale Scores of Teachers Who 
Remained in Their Schools 
Group N Mean S.D. 
Black Teachers 151 191.64 45.78 
White Teachers 164 201.88 37.74 
F = 4.73, p = .03 
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Hypothesis 3 
Hq: There is no significant difference in morale between 
black teachers who have remained and black teachers 
who have left low SES elementary schools. 
An analysis of variance was performed to compare black 
teachers who left and those who remained in their positions. The 
results, shown in Table 27, indicate that there was no 
significant difference between the two groups (F = 1.67, p = 
.20). Again, the number of black teachers who left their 
teaching positions was very small; thus, the results of the 
analysis may be in question. 
Table 27 
Anova Comparison of Total Morale Scores of Black Teachers Who 
Remained in Their Schools and Black Teachers Who Resigned 
Group N Mean S.D. 
Resigned 13 208.85 50.51 
Remained 151 191.64 45.78 
F = 1.67, p = .20 
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Hypothesis 4 
H : There is no significant difference in morale between 
o 
white teachers who have remained and white teachers 
who have left low SES elementary schools. 
Another analysis of variance was conducted to test for 
difference in total morale scores of white teachers in the low 
SES schools. The results (Table 28) demonstrate that there is a 
significant difference (F = 17.59, p = .00) between morale scores 
of white teachers who resigned (x = 224.18) and white teachers 
who remained (x = 201.88). As in the case of the black teachers 
presented above, the morale of teachers who left the system was 
higher than the morale of those who remained. 
Table 28 
Anova Comparison of Total Morale Scores of White Teachers Who 
Remained in Their Schools and White Teachers Who Resigned 
Group N Mean S.D. 
Resigned 90 224.18 45.18 
Remained 164 201.88 37.74 
F = 17.59, p = .00 
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Hypothesis 5 
H : There is no significant difference in the retention o 3 
of black teachers and the retention of white teachers 
in low SES elementary schools in DeKalb. 
A chi square analysis was used to compare the number of black 
and white teachers who remained or resigned from their 
positions. The results, presented in Table 29, indicate that a 
significantly greater percentage (x = 39.13, p = .00) of black 
teachers (92.1 percent) remained in their positions as compared 
to white teachers (64.6 percent). 
Table 29 
Chi Square Analysis of Race by Employment Status 
Black Whi te Total 
N % N % N % 
Resigned 13 7.9 90 35.4 103 24.6 
Remained 151 92.1 164 64.6 315 75.4 
Chi Square = 39.13, p = = .00 
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Hypothesis 6 
H : There is no significant difference between black and 
o 
white teachers who have remained in and those who 
have left the low SES elementary schools in their 
morale factor scores as measured by the Purdue 
Teacher Opinionaire. 
A series of two-way analysis of variance procedures were used 
to test for difference across and between groups. There was no 
significant interaction between the variables, race and 
employment status, however, some significant findings appeared 
between the race and employment status variables and each of the 
morale factors. The results of these analyses follow. 
Factor 1 : Teacher Rapport with Principal 
Teachers who remained had significantly lower factor 1 morale 
scores (x = 38.19) than teachers who resigned (x = 44.50, F = 
8.41, p - .00). There was no significant difference between 




Two-Way Anova Comparisons by Race and Employment Status: Factor 1 
Black White Total 
N x S.D. N x S.D. N x S.D. 
Resigned 13 43.23 16.98 90 44.68 17.21 103 44.50 17.10 
Remained 151 36.65 15.22 164 39.61 14.31 315 38.19 14.80 
Total 164 37.17 15.41 254 41.41 15.55 418 39.74 15.62 
Race: F = 2.92, p = .08 
Employment Status: F = 8.41, p = .00 
Factor 2: Satisfaction with Teaching. 
Teachers who remained had significantly lower factor 2 morale 
scores (x = 33.13) than teachers who resigned (x = 40.01, F = 
30.0, p = .00). Black teachers had significantly lower 
factor 2 morale scores (x = 32.47) than white teachers (x = 
36.35, F = 5.03, p = .02) (see Table 31). 
Table 31 
Two-Way Anova Comparisons by Race and Employment Status: Factor 2 
Black White Total 
N x S.D. N x S.D. N x S.D. 
Resigned 13 36.38 10.29 90 40.53 11.28 103 40.01 11.20 
Remained 151 32.13 8.48 164 34.05 8.79 315 33.13 8.68 
Total 164 32.47 8.68 254 36.35 10.21 418 34.83 9.81 
Race: F = 5.03, p = .02 
Employment Status: F = 30.00, p = .00 
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Factor 3: Rapport Among Teachers. 
There was no significant difference between teachers who 
resigned and teachers who remained on factor 3 morale scores 
(F = 2.92, p = .08). There was no significant difference 
between black and white teachers on factor 3 (F = 1.55, p = 
ns) (see Table 32). 
Table 32 
Two-Way Anova Comparisons by Race and Employment Status: Factor 3 
Black White Total 
N X S.D. N X S.D. N X S.D. 
Resigned 13 26.92 9.85 90 26.41 8.04 103 26.48 8.24 
Remained 151 25.81 8.76 164 24.69 6.84 315 25.23 7.83 
Total 164 25.90 8.83 254 25.30 7.32 418 25.53 7.94 
Race: F = 1.55, p = .21 
Employment Status: F = 2.92, p = .08 
Factor 4: Teacher Salary. 
There was no significant difference between teachers who 
resigned and teachers who remained on factor 4 morale scores 
(F = .08, p = 78). There was no significant difference 
between black and white teachers on factor 4 (f = .68, p = 
.41) (see Table 33). 
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Table 33 
Two-Way Anova Comparisons by Race and Employment Status: Factor 4 
B1 ack Whi te Total 
M x S.D. N x S.D. N x S.D. 
Resigned 13 17.46 4.61 90 17.42 4.65 103 17.43 4.62 
Remained 151 17.64 4.64 164 17.21 4.11 315 17.42 4.37 
Total 164 17.63 4.62 254 17.28 4.30 418 17.42 4.43 
Race: F = .677, p = .41 
Employment Status: F = .077, p = .78 
Factor 5: Teacher Load. 
Teachers who remained had significantly lower factor 5 morale 
scores (x = 24.72) than teachers who resigned (x = 26.90, F = 
6.45, p = .01). There was no significant difference between 
black and white teachers on factor 5 (f = 2.76, p = .09) (see 
Table 34). 
Table 34 
Two-Way Anova Comparisons by Race and Employment Status: Factor 5 
Black White Total 
N x S.D. N x 5X N x S.D. 
Resigned 13 26.00 5.21 90 27.03 6.00 103 26.90 5.89 
Remained 151 24.18 6.44 164 25.23 5.53 315 24.72 5.99 
Total 164 24.32 6.40 254 25.87 5.80 418 25.26 6.04 
Race: F = 2.76, p = .09 
Employment Status: F = 6.45, p = .01 
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Factor 6: Curriculum Issues. 
Teachers who remained had significantly lower factor 6 morale 
scores (x = 8.82) than teachers who resigned (x = 10.58, F = 
17.36, p = .00). There was no significant difference between 
black and white teachers on factor 6 (F = 2.78, p = .09) (see 
Table 35). 
Table 35 
Two-Way Anova Comparisons by Race and Employment Status: Factor 6 
Black White Total 
N X S.D. W~ X $.0. N X ~S7Ü7 
Resigned 13 9.08 2.78 90 10.80 3.51 103 10.58 3.47 
Remained 151 8.62 3.17 164 9.01 2.92 315 8.82 3.05 
Total 164 8.66 3.14 254 9.64 3.25 418 9.26 3.24 
Race: F = 2.78, p = .09 
Employment Status: F = 17.36, p = .00 
Factor 7: Teacher Status. 
Teachers who remained had significantly lower factor 7 morale 
scores (x = 19.14) than teachers who resigned (x = 21.44, F = 
5.79, p = .01). White teachers had significantly higher 
factor 7 morale scores (x = 20.70) than black teachers (x = 
18.18, F = 13.45, p = .00) (see Table 36). 
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Table 36 
Two-Way Anova Comparisons by Race and Employment Status: Factor 7 
Black White Total 
N x S.D. N x S.D. N x S.D. 
Resigned 13 19.46 6.54 90 21.72 5.64 103 21.44 5.78 
Remained 151 18.07 5.55 164 20.13 5.05 315 19.14 5.39 
Total 164 18.18 5.62 254 20.70 5.31 418 19.71 5.57 
Race: F = 13.45, p = .00 
Employment Status: F = 5.79, p = .01 
Factor 8: Community Support of Education. 
Teachers who remained had significantly lower factor 8 morale 
scores (x = 11.54) than teacher who resigned (x = 13.93, F = 
10.10, p = .00). Black teachers had significantly lower 
factor 8 morale scores (x = 10.27) than white teachers (x = 
13.32, F = 42.68, p = .00) (see Table 37). 
Table 37 
Two-Way Anova Comparisons by Race and Employment Status: Factor 8 
Black White Total 
x S.D. N x S.D. N x S.D. 
Resigned 13 10.15 3.21 90 14.48 3.82 103 13.93 4.00 
Remained 151 10.28 4.06 164 12.69 3.69 315 11.54 4.05 
Total 164 10.27 3.99 254 13.32 3.82 418 12.13 4.16 
Race: F = 42.68, p = .00 
Employment Status: F = 10.13, p = .00 
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Factor 9: School Facilities and Services. 
Teachers who remained had significantly lower factor 9 morale 
scores (x = 9.41) than teachers who resigned (x = 10.97, F = 
11.75, p = .00). Black teachers had significantly lower 
factor 9 morale scores (x = 9.16) than white teachers (x = 
10.20, F = 4.04, p = .04) (see Table 38). 
Table 38 
Two-Way Anova Comparisons by Race and Employment Status: Factor 9 
Black White Total 
N X S.D. N X S.D. N X S.D. 
Resigned 13 10.69 3.99 90 11.01 3.55 103 10.97 3.59 
Remained 151 9.03 2.99 164 9.76 3.18 315 9.41 3.11 
Total 164 9.16 3.10 254 10.20 3.36 418 9.79 3.30 
Race: F = 4.04, p = .04 
Employment Status: F = 11.75, p = .00 
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Factor 10: Community Pressures. 
There was no significant difference between teachers who 
resigned and those who remained on factor 10 morale scores (F 
= 2.70, p = .10). There was no significant difference 
between black and white teachers on factor 10 morale scores 
(F = 1.33, p = .24) (see Table 39). 
Table 39 
Two-Way Anova Comparisons by Race and Employment Status: Factor 10 
81 ack White Total 
N X S.D. N X S.D. N X S.D. 
Resigned 13 9.46 2.69 90 10.09 2.75 103 10.01 2.74 
Remained 151 9.23 2.69 164 9.51 2.60 315 9.37 2.65 
Total 164 9.24 2.69 254 9.71 2.66 418 9.53 2.68 
Race: F = 1.33, p = .24 
Employment Status: F = 2.70, p = .10 
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Hypothesis 7 
Hq: There is no significant relationship between morale 
and employment status (resigned or remained) of black 
and white teachers in low SES elementary schools in 
DeKalb. 
A series of Pearson's correlations were used to test this 
hypothesis. The results (Table 40) indicate that employment 
status is significantly related to factors 1, 2, 5, 6, 7, 8, 9, 
and the total score on the Purdue Teacher Opinionaire. Moreover, 
all of these relationships are negative, suggesting that 
resigning teachers who were assigned the lowest status score have 
higher morale scores. Although these statistics are significant, 
they range from low to moderately low correlations. 
Table 40 
Pearson's Correlation of Factor and Total Morale Scores 
With Employment Status 
Factor r P 
1 -.1742 .00 
2 -.3024 .00 
3 -.0679 NS 
4 -.0011 NS 
5 -.1557 .00 
6 -.2343 .00 
7 -.1778 .00 
8 -.2483 .00 
9 -.2042 .00 
10 -.1028 NS 
Total -.2460 .00 
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Hypothesis 8 
Hq: There is no significant relationship between total 
morale scores and certain demographic characteristics 
(sex, age, race, years of experience, degree, grade 
level taught, and race of students taught) of 
teachers in low SES elementary schools in DeKalb. 
Pearson's correlation procedures were used to test the 
demographic variables. The results shown in Table 41 indicate 
that total morale scores are significantly related to age, race, 
and years of experience. The morale of teachers declines with 
age and for white teachers. Although these correlations are 
statistically significant, they are also very low, indicating a 
reliable but weak relationship. 
Table 41 
Pearson's Correlation of Total Morale Scores 
With Demographic Variables 
Variable r P 
Sex .0702 NS 
Age -.1861 .00 
Race .1851 .00 
Years Experience -.1293 .01 
Degree -.0965 NS 
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The correlations of demographic variables with employment 
status are shown in Table 42. Three variables were significantly 
related to employment status: race, years of experience, and 
degree held. Black teachers were more likely to remain in their 
positions. Teachers with longer experience and teachers with 
higher degrees also were more likely to remain in their 
positions. Again, the correlations, although statistically 
significant, are very weak. 
Table 42 
Pearson's Correlation of Employment Status 
With Demographic Variables 
Variable r P 
Sex -.0599 NS 
Age .0745 NS 
Race -.3117 .00 
Years Experience .1246 .01 
Degree .1717 .00 
A Multivariate Analysis 
In addition to the analyses discussed above, a stepwise 
discriminant function analysis was performed using employment 
status (resigned or remained) as the grouping variable. The 
possible predictor variables included the factor scores (1 
through 10), sex, and race. The results of the analysis are 
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presented in Table 43. The predictor variables are entered into 
the equation in the order of their ability to predict employment 
status, with the best predictor entering first, then the second 
best, etc. The variables are, of course, only included in the 
equation if they account for unique variance in the grouping 
factor. The variables which entered the equation were race, 
factor 2, factor 6, and factor 4, respectively. In a two group 
discriminant function, the canonical correlation (.42) squared is 
equivalent to the variance accounted for by the predictor 
variables. Therefore, although four variables entered the 
equation, they account for only about 18 percent of the 
variance. Thus, these variables are not powerful predictors of 
employment status. 
Table 43 
Summary Table of the Results of a Stepwise Discriminant 
Function Analysis on Employment Status 
Step # Variable Wilk's Lambda Significance 
1 Race .90286 .00 
2 Factor 2 .84195 .00 
3 Factor 6 .83474 .00 
4 Factor 4 .82394 .00 
Canonical Correlation: .42 
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A classification table is another way to gauge the accuracy 
of the prediction equation. This chart (shown in Table 44) 
provides percentages of accurate classifications that would have 
been made using the variables that were significant in the 
equation. The results indicate that these variables are not very 
good at predicting teachers who resigned. More than 70 percent 
of the time, relying on information from these variables would 
produce a misclassificaton of resigning teachers. However, the 
variables did a good job (93.7 percent) of predicting teachers 
who would stay in their positions. Although the overall 
classification accuracy is stated to be 77.75 percent, this is 
really an overestimate because the same subjects were used to 
develop the prediction equation and to produce the classification 
table. A lower overall classification rate would be expected 
with a new group of subjects. 
In addition, because the probability of group membership is 
not equal for both groups, the chance classification is not 50-50 
and must be calculated. Hair and his colleagues (1979) suggest 
2 2 the following formula for this calculation: p + (1 - p ). 
In this case, the probability of belonging to group 1 (resigned) 
was .25 and the probability of belonging to group 2 (remained) 
was .75. Thus, the chance classification would be about 63 
percent. In common practice, a classification accuracy of 25 
percent more tnan chance levels is considered adequate. The 
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results of this analysis do not meet that requirement. By that 
rule of thumb, the overall classification accuracy would have to 
reach 79 percent (63 percent + .25[63]), and the overall 
percentage found in this analysis was only about 78 percent. 
Therefore, variables that were statistically significant in this 
equation do not appear to be strong predictors of employment 
status (see Table 44). 
Table 44 
Classification Accuracy of a Stepwise Discriminant 
Function Analysis on Employment Status 
No. of Predicted Group Membership 
Actual Group Cases 1 2 
Resigned 1 103 29.1% (30) 70.9% (73) 
Remained 2 315 6.3% (20) 93.7% (295) 
Overall Classification Accuracy: 78% 
Chance Classificaton Accuracy: 63% 
Target Classification Rate: 79% 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
Chapter V of this study is divided into three parts. A 
summary of the purpose of the study along with the methodology 
and statistical procedures utilized in the study is presented in 
section one. The findings of the study are summarized and 
conclusions are presented in the second section. Implications 
and recommendations for further study are outlined in the third 
section. 
Summary of the Study 
The purposes of the study were to: 
* determine if there were significant differences in morale 
between black and white teachers in low SES elementary 
schools in DCSS, and if those differences, if any, 
reflected in their respective employment status; 
* identify those morale factors which may have the greatest 
influence on teachers' decisions to remain in or leave 
their positions; 
* determine if there is a significant difference in the 
levels of morale within groups of black teachers and 
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within groups of white teachers who have remained and 
those who have left low SES elementary schools; 
* ascertain whether or not a relationship existed between 
morale scores and employment status; 
* determine if the demographic variables of the teachers 
(sex, age, race, years of experience, degree held, race of 
students, and grade level taught) were signficantly 
related to teachers' morale and employment status; 
* provide school decision makers with a basis for 
understanding what must be done to develop an intervention 
to selectively attract good teachers to remain in teaching. 
The study collected and analyzed data obtained from the Purdue 
Teacher Opinionaire, an instrument well established and tested as 
a teacher opinion questionnaire. 
The sample for the study consisted of teachers employed in 
low SES elementary schools in the DeKalb County School System 
during the 1988-1989 school year. The total sample was a 
stratified random selection from the total respondents. It was 
first divided into two subgroups: black teachers and white 
teachers. These two groups were further divided into two parts: 
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those teachers who had remained and those teachers who resigned 
from their teaching positions. The selected sample included 
certified classroom teachers who taught grades ranging from 
kindergarten to grade seven. Administrators, special educators, 
part-time employees and/or hourly paid tutors were excluded from 
the sample. The major common denominator among the participants 
was that everyone had been a full time classroom teacher in a low 
SES elementary school during the 1988-1989 school year. 
The study was designed to examine the morale of black and 
white teachers in low SES elementary schools, those who had left 
DCSS and those who had remained, to ascertain if the level of 
their morale, or if particular factors of morale as identified by 
the Purdue Teacher Opinionaire, were in any way related to 
teacher retention. 
A total of 418 teachers were randomly selected from 762 
respondents to the study instruments, representing 55 percent 
participation. All respondents who had resigned were included in 
the sample. 
The Purdue Teacher Opinionaire was an effective measure of 
morale because it provided a total score indicating a general 
level of teacher morale, along with yielding relevant subscores 
breaking down morale into some of its dimensions. The ten 
individual factors of which the PTO is comprised directly focused 
on issues of critical concern to teachers when assessing their 
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satisfaction, or lack of it, with their particular school 
situations (Bentley & Rempel, 1980). The PTO scoring also 
permitted the researcher to compare morale levels among the four 
sample subgroups, factor by factor. 
Procedures of the Study 
Participants for this study were randomly selected from the 
total population of thirty (30) randomly selected low SES 
elementary schools in the DeKalb County School System. The 
population was limited to certified full time classroom teachers. 
The Purdue Teacher Opinionaire and a demographic 
questionnaire were administered to teachers and scored using the 
Statistical Package for the Social Sciences (SPSS) to arrive at 
the needed data for interpretation. The scoring results were 
reported in the form of medians which were descriptive in nature 
and proved useful in a limited way. The researcher, through 
these results, was able to determine the level of morale of each 
group, factor by factor, and group by group and could identify 
which groups demonstrated higher or lower morale on each of the 
ten factors. However, the median scores were not compatible with 
the techniques of analysis necessary to address the research 
questions posed in the study. Means were required to provide the 
data base needed for analysis of variance. 
The F ratios and F probability values computed for each 
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factor denoted whether or not statistically significant 
differences in morale existed among the four groups within each 
of the ten factors. The researcher conducted Pearson's 
correlations to ascertain whether or not a relationship existed 
between morale factors and total scores and employment status. 
To determine what variables predict employment status, a stepwise 
discriminant function analysis on employment status was 
calculated. The researcher only accepted, for the purpose of 
this study, differences statistically significant at least at the 
p .05 1evel. 
Findings and Conclusions of the Study 
The findings of the study are summarized in this section and 
relevant conclusions are stated. The results and the conclusions 
are presented with respect to a multivariate analysis conducted 
and each hypothesis. 
Results and conclusions with respect to a multivariate 
conducted to determine what variables were best predictors of 
employment status. 
In terms of the stepwise discriminant function used, there 
were four predictor variables entered into the equation in the 
order of their ability to predict employment status, with the 
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best predictor entering first, then the second best, etc. The 
variables which entered the equation were race, factor 2, factor 
6, and factor 4, respectively. Although four variables entered 
the equation, they account for only about 18 percent of the 
variance. Thus, these variables are not powerful predictors of 
employment status. Although these variables are not good at 
predicting teachers who resigned, they did a good job (93.7 
percent) of predicting teachers who would stay in their 
positions. The overall classification accuracy is stated to be 
77.75 percent, however, this is an over-estimate because the same 
subjects were used to develop the prediction equation and to 
produce the classification table. A lower overall classification 
rate would be expected with a new group of subjects. 
In addition, because the probability of group membership is 
not equal for both groups, the chance classification is not 50-50 
and had to be calculated. The overall percentage found in this 
analysis was only about 78 percent. Since the results of this 
analysis do not meet the requirements suggested by Hair (1979) 
and his colleagues which indicate that the overall classification 
accuracy would have to reach 79 percent, variables that were 
statistically significant in this equation do not appear to be 
strong predictors of employment status (see Table 44, Chapter IV). 
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Hypothesis 1 
Results and conclusions with respect to Hypothesis 1: 
There is no significant difference between the morale of 
black teachers and the morale of white teachers who have left 
low SES elementary schools in DeKalb. 
The researcher failed to reject Hypothesis 1 because no 
statistically significant difference was found, as measured by 
the PTO, between black and white teachers who had resigned from 
their positions on any of the ten factors. In support of this 
finding McQuiston (1986), in a similar study, found that no 
significant difference existed between the morale of black and 
white teachers who left their positions. 
A review of the median ratings in Chapter IV (Table 25) 
indicate that the morale of black teachers who left the school 
system, although short of statistical significance, was lower 
than white teachers who left on four factors: factor 2 
(Satisfaction with Teaching), factor 6 (Curriculum Issues), 
factor 7 (Teacher Status), and factor 8 (Community Support of 
Education). On the other hand, the black teachers who resigned 
scored higher than their white counterparts in factor 1 (Teacher 
Rapport with Principal), factor 3 (Rapport Among Teachers), and 
factor 4 (Teacher Salary). Both subgroups scored the same on 
factor 5 (Teacher Load), factor 9 (School Facilities and 
Services), and factor 10 (Community Pressures). 
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Generally, both black teacher and white teacher groups who 
had left the system scored higher morale when compared to those 
subgroups who were retained. This finding was contrary to 
similar research by McQuiston (1986) which revealed that black 
and white teachers who left the school system rated low morale 
scores when compared to those subgroups who still remained. In 
spite of this finding, based on the results of the present study, 
it was concluded that black and white teachers who left their 
positions had significantly higher morale than those who remained. 
Hypothesis 2 
Results and conclusions with respect to Hypothesis 2: 
There is no significant difference between the morale of 
black teachers and the morale of white teachers who have 
remained in low SES elementary schools in Dekalb. 
An analysis of variance was used to compare the groups. The 
results (Table 26, Chapter IV) indicate that the morale scores of 
white teachers who remained in their positions (x = 201.88) were 
significantly higher (F = 4.73, p = .03) than black teachers who 
remained in their positions (x = 191.64). This finding was 
contrary to McQuiston's (1986) research which indicated that 
black teachers who remained in their positions scored generally 
higher morale than white teachers who remained. 
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A review of the median ratings, although short of statistical 
significance, indicate that the black teachers who remained group 
had the highest morale on factor 4 (Teacher Salary) and the 
lowest morale on factor 2 (Satistaction with Teaching). The 
blacks remained group demonstrated the same morale as the whites 
remained group on factor 3 (Rapport Among Teachers). The whites 
remained group scored higher than their black counterparts in 
seven factors and showed the highest morale on factor 8 
(Community Support of Education). The two groups also scored the 
same morale on factor 10 (Community Pressures). 
Generally, it can be concluded that the blacks remained group 
had lower morale across the ten factors than the whites remained 
group. These findings are the result of statistical analysis and 
a review of median ratings (Chapter IV). 
Hypothesis 3 
Results and conclusions with respect to Hypothesis 3: 
There is no significant difference in morale between black 
teachers who have remained and black teachers who have left 
low SES elementary schools. 
An analysis of variance was performed to compare black 
teachers who left and those who remained in their positions. The 
results, shown in Table 27, indicate that there was no 
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significant difference between the two groups (F = 1.67, p = 
ns). Since the number of black teachers who left their teaching 
position was very small, the results of the analysis may be in 
question. 
Descriptively, the researcher observed from the results shown 
in Table 27 (Chapter IV) that of the two groups, the blacks 
remained group had the lowest morale in all factors. Although 
the blacks remained group demonstrated lower morale, the blacks 
resigned group also showed low morale in factor 2 (Satisfaction 
with Teaching), factor 3 (Rapport Among Teachers), and factor 6 
(Curriculum Issues). It can be noted that all four subgroups in 
the sample scored consistently low on factor 3. 
Hypothesis 4 
Results and conclusions with respect to Hypothesis 4: 
There is no significant difference in the morale between 
white teachers who have remained and white teachers who have 
left low SES elementary schools. 
Another analysis of variance was conducted to test for 
difference in the total morale scores of white teachers in the 
low SES schools. The results demonstrate that there is a 
significant difference (F = 17.59, p = .00) between morale scores 
of white teachers who resigned (x = 224.18) and white teachers 
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who remained (x = 201.88). As in the case of black teachers, the 
morale of teachers who left the school was higher than the morale 
of those who remained. 
A review of Table 28 (Chapter IV) allowed the researcher to 
make the following observation: The whites remained group 
demonstrated the lower morale on every factor when compared to 
the whites resigned group. 
Hypothesis 5 
Results and conclusions with respect to Hypothesis 5: 
There is no significant difference in the retention of black 
teachers and the retention of white teachers in low SES 
elementary schools in DeKalb. 
A chi square analysis was used to compare the number of black 
and white teachers who remained or resigned from their 
positions. The results, presented in Table 29 (Chapter IV), 
indicate that a significantly greater percentage (x = 39.13, p = 
.00) of black teachers (92.1 percent) remained in their positions 
as compared to white teachers (64.6 percent). It was, therefore, 
concluded that white teachers tend to leave their positions in 
low SES elementary schools in significantly larger numbers than 
do black teachers. A similar study by Dworkin (1980) which 
revealed that teachers who are more likely to leave the teaching 
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field are white, young, and assigned to schools at which they 
prefer not to teach supports this finding. 
Hypothesis 6 
Results and conclusions with respect to Hypothesis 6: 
There is no significant difference between black and white 
teachers who have remained in and those who have left the low 
SES elementary schools as measured by the factor scores on 
the PTO. 
A series of two-way analysis of variance procedures were used 
to test for difference across groups. The results of these 
analyses are presented in Tables 30 through 39 (Chapter IV). 
There was no significant interaction between the variables, race 
and employment status, however, some significant findings 
appeared between the race and employment status variables and 
each of the ten morale factors. 
There were statistically significant differences found in the 
morale of teachers who remained and teachers who left their 
positions on every factor except factor 3 (Rapport Among 
Teachers), factor 4 (Teacher Salary), and factor 10 (Community 
Pressures). Teachers who were retained had significantly lower 
morale than teachers who resigned. 
There were significant differences found between the morale 
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of black teachers and the morale of white teachers on factor 2 
(Satisfaction with Teaching), factor 7 (Teacher Status), factor 8 
(Community Support of Education), and factor 9 (School Facilities 
and Services). Black teachers had significantly lower morale on 
each of the above factors than their white counterparts. 
Contrary to this finding, McQuiston (1986), in a similar study, 
found that black teachers who remained had higher morale than 
white teachers who left or stayed on factors 2 and 9. In spite 
of this previous finding, however, based on the results of the 
present study, it was concluded that black teachers scored 
significantly lower morale than white teachers in the above 
factors. Generally, all four groups scored low morale on every 
factor 1-10. 
Hypothesis 7 
Results and conclusions with respect to Hypothesis 7: 
There is no significant relationship between morale and 
employment status (resigned or remained) of black and white 
teachers in low SES elementary schools in DeKalb. 
Again, a series of Pearson's correlations were used to test 
this hypothesis. The results (Table 40, Chapter IV) indicate 
that employment status is significantly related to factors 1, 2, 
5, 6, 7, 8, 9, and the total morale score on the Purdue Teacher 
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Opinionaire. Moreover, all of these relationships are negative, 
suggesting that resigning teachers who were assigned the lowest 
status score have higher morale scores. Although these 
statistics are significant, they range from low to moderately low 
correlations. 
Hypothesis 8 
Results and conclusions with respect to Hypothesis 8: 
There is no significant relationship between morale and 
certain demographic characteristics (sex, age, race, years of 
experience, degree, grade level taught, and race of students 
taught) of teachers in low SES elementary schools in DeKalb. 
Pearson's correlation procedures were used to test the 
relationship of morale and demographic variables. The results 
shown in Table 41, (Chapter IV), indicate that the total morale 
scores are significantly related to age, race, and years of 
experience. The morale of teachers declines with age and years 
of experience and is higher for white teachers. Although these 
correlations are statistically significant, they are also very 
low, indicating a reliaole but weak relationship. 
The correlations of demographic variables with employment 
status are shown in Table 42 (Chapter IV). Three variables were 
significantly related to employment status: race, years of 
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experience, and degree held. Black teachers were more likely to 
remain in their positions. Teachers with longer experience and 
teachers with higher degrees also were more likely to remian in 
their positions. Again, the correlations, although statistically 
significant, are very weak. 
Summary of Findings 
A multivariate analysis revealed that since the predictor 
variables, race, factor 2 (Satisfaction with Teaching), factor 6 
(Curriculum Issues), and factor 4 (Teacher Salary) account for 
only about 18 percent of the variance, they are not powerful 
predictors of employment status. These variables are not very 
good at predicting teachers who resigned. However, the variables 
are very good (93.7 percent) at predicting teachers who would 
remain in their positions. 
1. There was no significant difference found between the 
morale of black teachers and the morale of white teachers 
who have left low SES elementary schools in DeKalb. 
2. There was a significant difference found between the 
morale of black teachers and the morale of white teachers 
who have remained in low SES elementary schools in DeKalb. 
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3. There was no significant difference found in morale 
between black teachers who have remained and black 
teachers who have left low SES elementary schools. 
4. There was a significant difference found in morale 
between white teachers who have remained and white 
teachers who have left low SES elementary schools. 
5. There was a significant difference found in the retention 
of black teachers and the retention of white teachers in 
low SES elementary schools in DeKalb. 
6. There was no significant difference found between black 
and white teachers who left and black and white teachers 
who remained. However, when race and employment status 
variables were tested separately on each of the factor 
scores, the following findings emerged: 
Employment Status and Significant Findings: 
a. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 1 (Teacher Rapport with Principal) morale 
scores. 
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b. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 2 (Satisfaction with Teaching) morale scores. 
c. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 5 (Teacher Load) morale scores. 
d. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 6 (Curriculum Issues) morale scores. 
e. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 7 (Teacher Status) morale scores. 
f. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 8 (Community Support of Education) morale 
scores. 
g. There was a significant difference found between 
teachers who remained and teachers who resigned on 
factor 9 (School Facilities and Services) morale 
scores. 
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Employment Status and Non-Significant Findings 
a. There was no significant difference found between 
teachers who remained and teachers who resigned on 
factor 3 (Rapport Among Teachers) morale scores. 
b. There was no significant difference found between 
teachers who remained and teachers who resigned on 
factor 4 (Teacher Salary) morale scores. 
c. There was no significant difference found between 
teachers who remained and teachers who resigned on 
factor 10 (Community Pressures) morale scores. 
Race and Significant Findings 
a. There was a significant difference found between 
black and white teachers on factor 2 (Satisfaction 
with Teaching) morale scores. 
b. There was a significant difference found between 
black and white teachers on factor 7 (Teacher Status) 
morale scores. 
c. There was a significant difference found between 
black and white teachers on factor 8 (Community 
Support of Education) morale scores. 
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d. There was a significant difference found between 
black and white teachers on factor 9 (School 
Facilities and Services) morale scores. 
Race and Non-Significant Findings 
a. There was no significant difference found between 
black and white teachers on factor 1 (Teacher Rapport 
with Principal) morale scores. 
b. There was no significant difference found between 
black and white teachers on factor 3 (Rapport Among 
Teachers) morale scores. 
c. There was no significant difference found between 
black and white teachers on factor 4 (Teacher Salary) 
morale scores. 
d. There was no significant difference found between 
black and white teachers on factor 5 (Teacher Load) 
morale scores. 
e. There was no significant difference found between 
black and white teachers on factor 6 (Curriculum 
Issues) morale scores. 
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f. There was no significant difference found between 
black and white teachers on factor 10 (Community 
Pressures) morale scores. 
7. There was a significant relationship found between morale 
and employment status (resigned or remained) of black and 
white teachers in low SES elementary school in DeKalb. 
8. There was a significant relationship found between total 
morale scores and certain demographic characteristics 
(sex, age, race, years of experience, degree, grade level 
taught, and race of students taught) of teachers in low 
SES elementary schools in DeKalb. 
In conclusion, the results of the present research study 
indicate that the Purdue Teacher Opinionaire does not appear to 
be highly related to employment status. If we assume that the 
PTO measures morale, morale does not appear to be the best 
predictor of who will leave a job. The analyses in this study 
revealed that: 
The predictor variables, race, factor 2 (Satisfaction with 
Teaching), factor 6 (Curriculum Issues), and factor 4 (Teacher 
Salary) account for only about 18 percent of the variance. These 
variables are not strong predictors of employment status. 
175 
Although they are not very good at predicting teachers who 
resigned, these variables are very good (93.7 percent) at 
predicting teachers who would remain. 
1. Blacks are more likely to remain in a teaching position 
than whites. Why? Social, economic reasons, desire to 
help low SES students? We do not know the answer from 
this study. 
2. Blacks who remain are more likely to be dissatisfied with 
the areas covered by factor 2 (Satisfaction with 
Teaching), factor 7 (Teacher Status), factor 8 (Community 
Support of Education), and factor 9 (School Facilities 
and Services). Why? Again we do not know. However, 
examination of the individual factor responses may yield 
some good clues. 
3. Teachers who resigned have higher morale scores than 
teachers who remain. This is such a powerful finding that 
it overwhelms everything else. Because the data were 
collected after the decision was made to resign, it is 
difficult to say much about the results. Do teachers who 
leave really have higher morale? Probably not--they just 
know that they do not have to put up with things much 
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longer and, therefore, have more tolerance. Since we 
have no hard evidence except that morale scores look 
higher for teachers who leave, we can only infer about 
that. 
4. Teachers who remained in low SES elementary schools 
demonstrated significantly lower morale regarding their 
relationship with their principals when compared to those 
who resigned. The blacks remained group scored lower on 
teacher rapport with principal than any other group. 
5. White teachers who remained in their positions had 
significantly higher morale than black teachers who 
remained. 
6. Of the four groups in the sample, although short of 
statistical significance, the blacks remained group 
demonstrated the lowest overall morale rating. 
7. Of the four groups in the sample, although short of 
statistical significance, the whites resigned group 
showed the highest overall satisfaction with their work 
situation. 
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Discussion and Implications 
This study analyzed the morale factors impacting both black 
and white teachers in DeKalb County School System. Specifically, 
the study addressed the problem of the relationship between 
morale and the employment status of teachers in low SES 
elementary schools during the 1988-1989 school year. The 
findings in this study support five of the primary research 
questions as well as present implications for continued research. 
Through a stepwise discriminant function, the variables race, 
factor 2 (Satisfaction with Teaching), factor 6 (Curriculum 
Issues), and factor 4 (Teacher Salary) were found to account for 
unique variance in the grouping variable, employment status. Of 
the twelve possible predictor variables entered into the equation 
in the order of their ability to predict employment status, these 
four variables were found to be significantly related or the best 
predictors. Although they account for only about 18 percent of 
the variance, this finding implies that focus should be directed 
on these variables. 
The analysis indicated that there is a stronger possibility 
of the teacher leaving low SES elementary schools if the teacher 
is white. Considering that white teachers account for about 70 
percent of the total staff in the low SES elementary schools in 
this study, interventions must be developed to retain white 
teachers in these schools. White teachers who have left 
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demonstrated high morale, therefore, examining morale alone does 
not help. Strategies need to be established to determine just 
what it would take to encourage white teachers to find an 
alternative to the choice of resignation from the profession. 
While the system needs to focus on the morale of black 
teachers who demonstrated more dissatisfaction in their positions 
than their white counterparts, intervention should also focus on 
teacher satisfaction with teaching, the second predictor 
variable. Frederick Herzberg's, The Motivation to Work (1960) 
and The Work Nature of Man (1966), present the theory that 
management's attention to morale, motivation issues and the 
intricacies of human needs can result in increased production and 
improved attitudes. His "motivation-hygenic" theory also 
identifies and discusses procedures essential for the development 
of employee satisfaction on the job. "Motivators such as 
autonomy and interesting work tend to increase worker 
satisfaction. Hygienic factors such as interpersonal 
relationships, salary and benefits help to reduce employee 
dissatisfaction," (Herzberg, Mausner, & Snyderman, 1960, p. 113). 
Attention should also be directed towards assessing the 
working environment of teachers in low SES elementary schools. 
If schools fail to provide a work environment in which teachers 
can become successful and fulfill their intrinsic motivations, 
they will surely become disillusioned with their careers (Conley, 
Bacharach, & Bauer, 1989). 
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The third predictor variable, curriculum issues, which was 
significantly related to employment status, indicates that 
teachers in this study demonstrated concern about whether, (a) 
their school has a well-balanced curriculum, (b) the curriculum 
in their school makes reasonable provisions for student 
individual differences, (c) the curriculum in their school is in 
need of major revisions, (d) the purposes and objectives of their 
school can be achieved by the present curriculum, (e) and their 
school curriculum does a good job of preparing students to become 
enlightened and competent citizens. This finding implies that 
strategies need to be developed to establish more teacher 
involvement in curriculum planning in low SES elementary schools 
in DeKalb. The greater a teacher's involvement in the decision 
making process related to curriculum issues the more likely that 
teacher is to be satisfied with these issues and with their job 
in the particular school. 
Teacher salary was the last predictor variable which revealed 
a significant relationship with employment status. This finding 
implies that teachers in low SES elementary schools are concerned 
with such issues as satisfaction with policies under which pay 
raises are granted; whether salary policies are administered with 
fairness and justice; whether the salary schedule adequately 
recognizes teacher competence; and whether their salaries compare 
favorably with salaries in other systems with which they are 
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familiar. DeKalb County School System has a very attractive 
teacher salary and the highest salary for beginning teachers. 
However, since teacher salary was found to be significantly 
related to employment status, it appears apparent that the system 
needs to examine salary related issues such as those addressed in 
the Purdue Teacher Opinionaire. 
While there was no significant difference found between the 
morale of black teachers and the morale of white teachers who 
have left low SES elementary schools, there was a significant 
difference found between the morale of black teachers and the 
morale of white teachers who have remained in low SES elementary 
schools in DeKalb. Black teachers who remained scored 
significantly lower than white teachers who remained. In other 
words, black teachers in this study who remained were 
dissatisfied with their teaching situations in low SES elementary 
schools while, conversely, white teachers were satisfied. Since 
the student populations are majority black in the low SES schools 
in the study, conceptually, one would infer that black teachers 
would be more satisfied in such a setting than white teachers. 
Dworkin (1980) indicated that teachers are generally more 
satisfied in situations in which the communities reflect student 
populations of their same race. 
Implications from this finding indicate that the school 
system should examine this disparity to determine whether black 
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teachers experience discontent with such issues as excessive 
paper work, student discipline, student-teacher ratios, etc. Is 
the problem more related to the challenge of the job? Do black 
teachers feel that students are apathetic to learning? Do they 
feel they are being taken for granted in the context of a 
majority black student population? 
Considering the large number of white teachers already 
leaving low SES elementary schools coupled with the possibility 
that blacks may soon begin to leave, it is essential that the 
DCSS examine factors which may contribute to black teachers' 
dissatisfaction. Traditionally, black teachers have perceived 
lack of mobility and less job opportunities as major obstacles in 
their decisions to leave or remain in positions than have white 
teachers who are leaving. However, this perception may gradually 
change as school systems adapt more aggressive recruiting 
campaigns towards black teachers. Immediate intervention related 
to this issue could possibly prevent a potential crisis in the 
stability of the teaching staff in low SES elementary schools. 
Dispelling the myth that white teachers who teach in low SES 
elementary schools with predominantly black student populations 
are not satisfied, results of this study have shown that white 
teachers have higher morale than black teachers, however, despite 
the higher morale scores white teachers resign more. School 
administrators should not be misled by higher morale scores of 
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white teachers. Since the findings revealed that more white 
teachers (54 percent) between the ages of 21-30 with from 0 to 5 
years of experience (61 percent) left their positions than black 
teachers, administrators should respond to this situation by 
developing plans of action designed to address areas of concern 
typifying many new young teachers in DCSS. Amrstrong (1984) 
identified a number of key issues to prompt thinking about 
developing action plans that may smooth new teachers' induction 
to the profession. These key issues are as follows: 
1. Teachers' participation in decision making 
2. Dealing with role conflict 
3. Student to professional teacher--bridging the gap 
4. The school or program's view of what constitutes quality 
instruction 
5. Instructional assignments of beginning teachers 
Properly conceived and implemented, action plans which focus on 
the above issues have potential to increase the probability that 
capable new teachers will make long term commitments to the 
profession, thus, enabling the school system to maintain them. 
This study revealed that more teachers resigned from grades 
4-7 than from any other grades. It seems that a special problem 
exists in these grades. Considering that the middle grades area 
is the most critical area in terms of the system's recruiting 
needs, personnel administrators, school principals, and other 
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central office administrators in the instruction division should 
examine the working conditions in grades 4-7 and any factors 
which may contribute to higher resignations. 
Teachers who resigned generally scored higher on each of the 
ten morale factors. These teachers had already made their 
decisions to leave before they completed the morale instrument, 
therefore, it appears that their higher morale scores reflected 
satisfaction with their decisions to leave the system. Planned 
intervention should be developed to address the morale concerns 
of teachers in low SES elementary schools in DCSS. 
Although no statistically significant differences were found 
between teachers who remained and those who resigned on rapport 
among teachers, factor median rating results indicate that morale 
between black and white teachers in low SES elementary schools in 
DCSS on rapport among teachers was generally low. Implications 
from this finding indicate that intervention designed to improve 
the relationship among teachers in low SES elementary schools is 
essential. 
Implications from the factor median ratings in the study also 
suggest that the relationship between black teachers and their 
principals needs improvement. Since the majority of the 
principals in the low SES schools in the study were black, and 
conceptually one would infer that black teachers should have good 
teacher principal rapport, personnel administrators, school 
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principals, and teachers should plan cooperatively to improve 
black teachers' relationship with their principals. Wimpelberg 
(1986) argued that linkages between administrators and teachers 
are critical in creating a positive school environment. This 
finding suggests that, to the degree that career satisfaction 
indicates a positive school environment, the impact of contact 
between teachers and administrators is more critical in 
elementary schools. 
The results of correlation procedures used to test the 
relationship between morale and the demographic variables 
indicate that the total morale scores are significantly related 
to age, race, and years of experience. The morale of teachers 
declines with age and years of experience and is higher for white 
teachers. This finding further implies that strategies need to 
be developed to attract, recruit, and maintain young white 
teachers in DCSS. 
Correlation procedures which tested demographic variables 
with employment status indicate that race, years of experience, 
and degree held were significantly related to employment status. 
Teachers with longer experience and higher degrees were more 
likely to remain in their positions. Again, this finding further 
implies that the system needs to focus on the morale issues and 
concerns of young teachers in DCSS. 
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Recommendations 
The conclusions drawn from this study present significant 
implications for education administration and supervision, school 
personnel administrators, principals, instructional coordinators, 
and further research. It is recommended that: 
1. Strategies be developed to determine what satisfactions, 
incentives, and rewards must be established to attract, 
recruit, and retain young inexperienced white teachers in 
low SES elementary schools in the DeKalb County School 
System (DCSS). 
2. School principals, instructional coordinators, and 
veteran teachers develop plans of action designed to 
address areas of concerns typifying many new young 
teachers in DCSS. 
3. Administrators assess the working conditions of teachers 
in low SES elementary schools to determine whether the 
work environment fulfills their intrinsic motivations. 
4. The school system design interventions to establish more 
teacher involvement in curriculum planning and decision 
making. 
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5. The school system examine salary related issues as 
addressed in the Purdue Teacher Opinionaire. 
6. An investigation be initiated to discover the reasons for 
the disparity which existed between the morale of black 
teachers who remained and the morale of white teachers 
who remained in their positions. 
7. Personnel administrators in conjunction with teachers, 
school principals, and school community representatives 
come together to explore the reasons for low morale of 
teachers who remained on teacher rapport with principals, 
satisfaction with teaching, teaching status, teacher 
load, curriculum issues, community support of education, 
and school facilities and services and develop, through 
open communication and cooperation, meaningful strategies 
to promote improvement and change. 
8. Further research utilizing larger samples of black 
teachers be conducted in another system comprised of 
different and more varied socio-economic characteristics 
and located in a more diverse area. 
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9. Further study be conducted to investigate the reasons why 
black teachers, despite lower morale, are more likely to 
remain in their teaching positions than white teachers in 
low SES elementary schools in DCSS. 
10. Further study be conducted to identify other variables 
that may be found to be stronger predictors of teachers' 
employment status than the variables in the Purdue 
Teacher Opinionaire. 
11. The PTO instrument be administered before teachers make 
their decisions to resign. 
12. Personnel administrators, school principals, instruction 
administrators, and community representatives, through 
in-service workshops, focus on developing strategies to 
improve the morale of black teachers. 
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Dr. Edward L. Bouie, Sr. 
Program Development 
DeKalb County School System 
3770 North Decatur Road 
Decatur, Georgia 30032 
Dear Dr. Bouie: 
In order to complete requirements for the Ed.D. at Atlanta University, 
I am conducting a research study on the relationship between morale 
and the retention of teachers in low socio-economic status (SES) and 
high SES elementary schools. To collect data for my dissertation, I 
am requesting your permission to conduct a survey in the elementary 
schools in DeKalb County School System. 
If permission is granted, I will select five (5) elementary schools 
with the highest SES and five (5) elementary schools with the lowest 
SES for this study. A list indicating the socio-economic status of 
elementary schools would be most helpful in identifying these 
schools. Teachers will be asked to respond to two questionnaires: 
the Purdue Teacher Opinionaire and a questionnaire on selected 
demographics. The questionnaires will require approximately 25 
minutes to complete. 
As a personnel specialist with DeKalb, I am aware of the confiden¬ 
tiality requirement of this request and I assure you that the names 
of the selected schools and teachers will remain anonymous. 
In selecting this topic, I have given adequate consideration to the 
increasing numbers of teachers leaving their positions in DeKalb, ' 
current/future teacher shortages, declining teacher morale, and the 
urgency to develop interventions for dealing with these problems. I 
have also considered the possible implications results of this study 
could have for personnel policies related to identification, 
selection, evaluation, and the retention of quality teachers. 
Upon your request, I will contact your office to schedule a meeting 
to discuss my study and any concerns you may have. 
Thank you for your cooperation. 




DeKalb County School System 
BOARD OF EDUCATION MEMBERS 
W [Vriinvn. CH.urm.tn 
0 t'-'id Willi.imvtn Ur Ch.iirtam 
Fh/.ibs'lh Andrew» 
Limon 0 rt*w.trd 
F%l McGr»qof 
Donna L Wayne» 
H Paul Womack. Jr 
Robert R Freeman. Superintendent 




Ms. Cynthia Hill 
Edward L. Boule, Sr. 
Research Project 
This memo serves as permission for you to conduct your research project In 
the DeKalb School District. 
As you know, our major focus In the school system Is to raise the level of 
student achievement, therefore, you are expected to adhere to the following 
criteria: 
1. There must be an anonymity of the school system personnel that may be 
used In the research. 
2. You cannoc interfere nor take away any Instructional time of students 
and teachers. 
3. A completed copy of the results should be filed with my office. 
You will be under the directions of Dr. Null Tucker and Dr. Ganga Persaud, 
Department of Research and Evaluation. When you are ready to begin your 
research, please contact them at 292-6613. 
If I may be of further help, please let me know. 
ELB:ocb 
Copy to Dr. Null Tucker 
Dr. Ganga Persaud 
THE SCHOOL CANNOT LIVE APART FROM THE COMMUNITY 
Appendix C 
Appendix C 
Ms. Cynthia L. Hill 
3275 Washington Road, Apt. #2 
East Point, Georgia 30344 
Dr. Ralph Bentley 
5423 Zion Avenue 
Lakeland, Florida 33809-8402 
Dear Dr. Bentley: 
As a research student at Atlanta University in Atlanta, Georgia, 
I am investigating the relationship between morale and the 
retention of teachers in low SES and high SES elementary schools. 
I am requesting, as per our telephone conversation, that you 
please send me a specimen of the Purdue Teacher Opinionaire, 
scoring key, and any other items or information relevant to 
my effective use and scoring of the instrument. 
Your immediate response is genuinely appreciated. Enclosed is 
the $4.50 fee that you requested. 
I am. thanking you in advance for your assistance and permission 




Dr. Trevor Turner, Committee Chairperson 
Associate Professor 
Administration and Supervision 
Atlanta University 




RALPH R. 3ENTLZY 
3423 Zion AveMUS 
Lakeland, Florida 33309 
May 2, 1989 
Cynthia L. Hill 
Personnel Department 
Graduate Student Atlanta University 
DeKalb County School Svstem 
3770 North Decatur Road 
Decatur, GA 30032 
Dear Cynthia L. Hill, 
Yes, you do have my permission to use the PURDUE 
TEACHER 0PINI0NAIRE and you may include a copy in your - 
Publication. Hope it has served you veil. 
Sincerely 




May 22. 1989 
2EAR TEACHES: 
WOULD YOU PLEASE TAKE TIME OUT OF YOUR 3USY SCHEDULE TO COMPLETE 
THE ATTACHED QUESTIONNAIRE? 
YOUR NAME AND THE NAME OF YOUR SCHOOL WILL BE STRICTLY 
ANONYMOUS. UPON REQUEST. RESULTS OF THE STUDY WILL BE AVAILABLE 
TO YOU. 
APPROXIMATELY FIVE TO TEN MINUTES WILL BE NEEDED TO COMPLETE THE 
QUESTIONNAIRE. PLEASE COMPLETE AND RETURN IT IMMEDIATELY IN THE 
ENCLOSED CONFIDENTIAL ENVELOPE TO THE DESIGNATED STAFF MEMBER. 
I SINCERELY APPRECIATE YOUR VALUABLE ASSISTANCE AND PROMPT 
RESPONSE! ! ! ! 
DEMOGRAPHIC INFORMATION 
IN ADDITION TO THE PURDUE TEACHER OPINIONAIRE ATTACHED, PLEASE 
INSERT OR PLACE A CHECK ON THE APPROPRIATE LINES: 
1. SEX: ( ) MALE ( ) FEMALE 
2 . AGE: ( ) 21-30 ( ) 31-40 ( ) 41-50 ( ) OVER 50 
3. RACE: ( ) BLACK ( ) WHITS ( ) OTHER (SPECIFY) 
4 . YEARS OF EXPERIENCE: ( ) LESS 
( ) 1-5 
THAN ONE YEAR 
( ) 6-10 
( ) 11-15 ( ) 16-20 
( ) 21-25 ( ) 26 * 
5. HIGHEST DEGREE EARNED: ( ) 3ACHEL0RS 
( ) SPECIALIST 
( ) MASTERS 
( ) DOCTORATE 
6. GRADE LEVEL TAUGHT: 
RACE OF STUDENTS: 
( ) K ( ) 1-3 
( ) 4-7 ( ) OTHER 
( ) PREDOMINANTLY 3LACK 
( ) PREDOMINANTLY '«'HITE 




SCORING KEY FOR DEMOGRAPHIC QUESTIONNAIRE 
1 2 3 4 
SEX: MALE FEMALE 
AGE: 21-30 31-40 41-50 OVER 50 




ONE TO FIVE 6-15 16-25 26+ 
DEGREE: BACHELORS MASTERS SPECIALIST DOCTORATE 
GRADE LEVEL 














THE PURDUE TEACHER OPINIONAIRE 
The Purdue Teacher Opinionaire is a commercially published 
instrument. Copies of the instrument may be obtained by writing 
to the following address: 
Dr. Ralph R. Bentley 
5423 Zion Avenue 
Lakeland, Florida 33809 
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THE PURDUE TEACHER OPINIONAIRE 
Prepared by Ralph R. Bentley and Averno M Rempel 
Tht* instrument is designed to orovide you the opoonunnv to sxDress your 
OQinions eoowt vour work es » teecnei ana .enous scnooi prooems in your 
perticuter school situation There ere no nght or wrong responses, so do not 
hesitate to mark the statements frankly 
PLEASE FILL IN THE FOLLOWING INFORMATION: 
SCHOOL  
PLEASE READ THE DIRECTIONS FOR RECORDING 
RESPONSES ON OTHER SIDE 
DO NOT OMIT ANY ITEMS 
1. Detail*, 'red taoe.* and required reports absorb 
too much of mv time 
2. The work of individuel faculty members is appro* 
ciated and commended by our pnnctpal 
3. Teachers feel free to cmictxa administrative 
policy at faculty me conga called by our pnnopei 
4. The faculty feela that their salary suggestions 
ere adequately transmitted by the aomimetre* 
tion to me school board 
5. Our principal showrs favormem in his relations 
with the teachers m c 
6. Teachers in this school ere expected to do an 
unreasonable amount of record-keeping end 
clerical work 
7. My pnnopei makes a reel effort to maintain 
dose contact with the faculty 
8. Community demands upon the teacher's time 
are unreasonable 
9- I km satisfied with the policies under which pay 
10. My teaching load is graatsr than that of most of 
the other teachers m our school 
11. The extra-cumoular load of the teachers in our 
school « unreasonable 
12. Our principal's Isadsrahg) in faculty meetings 
challenges end stimulates our professional growth 
13. My teaching position gores me the social statue 
m the community that I desire 
14. The number of hours a teacher must work m 
jJTTTJS» D | 
M J 1 i 
r»-!* 
1 ! i 
A.I'M o\ 
'u| 
*■!*? i«| a* 
,J jL 
! «'S) 
I ! ' 
1 ! : 
LL u: 
IB. Teaching enables me to enjoy many of the 
material and cultural things I like 
16. My school provides me with s 
supplies and equip 
17. Our school has a v 
18. There is a great deal of gnptng. arguing, taking 
•Kies, and feuding among our teacners 
19. Taachmg gives me a great deal of personal satis¬ 
faction 
20. The curriculum of our school makes reasonable 
provision for student individuel differences 
21. The procedures for obtaining materials and 
services are well defined and atticism 
22. Generally, teachers m our school do not take 
advantage of one another 
23. The teachers m our school coooerate with each 
other to achieve common, personal ana profes¬ 
sional objectives 
24 Teaching enaotes me to make mv greatest con- 
t'tbution to society 
25 The curriculum of our scnooi is in need of maior 
revisions 
t I 
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If I could plan my career again. I would choose 
teaching 
Experienced faculty members accept new end 
younger members as colleagues 
I would recommend teaching as an occupation to 
students of high scholastic ability 
If I could earn as much money m another occupa¬ 
tion. I would stop teaching 
The school schedule places r 
advantage 
The school tnee to follow a generous policy 
regarding fnnge benefits, professional travel, 
professional study. etc. 













Keeping «41 professionally is wo much of a burden K* ■ 
Our community makes its teachers feel as though 
they are a real pan of the community 
Salary 
My school pnncipel understands and recognizee 
good teaching procedures 
salary increases 
Mv classes are used as a 'dumping ground* for 
problem students 
The lines and methods of communication between 
teachers and the pnnctoai m our school are well 
developed and maintained 
My teaching load in this school is unreasonable 
















£i«’ 9f \o 
A.;M' 
" 1 _ 
9 10} 
j 
. 1 - 
j A-iRA*'rO:i 0 
' j i 
Our pnncipel promotes a sense of belonging among i*?' •0J 9 
the teachers in our school | 1 
Mv heavy teachinq load unduly rastnets mv non- fA M MS 0 
professional activities | 
I find mv contacts with students, for the most part. 1 A M *o 0 
highly satisfying ana rewaramg I 
I feel that I am an important oart of this school * M ro 0 
system 
The competency of teachers in our school com- A ** 0 
pares favorably with that 01 teacners m orner 
scnoois that I know 
Mv scnooi orovioes tne teachers with aoeauate “ c 
uuoio-visuui aiub anu protection «qumn'Bm 
I feel successful ana comoetent in my present • A 
UOSltlOI. „ „ , .    
DIRECTIONS FOR RECORDING RESPONSES ON OPINIONAIRE 
Read eacn statement carefully Then indicate wnether vou agree. jroOacHv agree, 
prooaoiy disagree, or disagree with eacn statement. Mark your answers in the 
following manner 
If you agree with the statement, comotetefy till m circle 'A* 
If you are somewnat uncertain, but probably agree with the 
statement, completely fill m circle PA* 
If you are somewhat uncertain, but probably disagree with the 
statement, completely fill in circle PO* 
If you disagree with the statement, completely fill in circle *0' 
USE A NO. 2 PENCIL ONLY 
~ • 0 
à ■» *o £ 
SI. I enjoy working wnh student organization*, clubs. «A jft i*w{;D ] 
sod s ci ties ; 
52. Our teaching staff is congenial to work with 
53. My teechmg a I prepered f 
fi/lrl-ï 
I 
54. (Xir school faculty has e tendency ID form into 
cliques 
66. The teachers in our school work wed together 
! 
IS»*® 
56. I am at a disadvantage professionally because other K±- f?, fPT.° 
teachers ere better prepared to teach than I am | 
57. (Xir school provides adequate clencal services for KM* IwKP. 
56. As far as I know, the other teachers think I am N& C (£■ 
a good toecher 
59. Library fecditses and resources are adequate for the m»(o, 
grade or subject area which I teach 
60. The 'stress and strain* resulting from teaching 
makes teaching undesirable for me 
61. My pnnctpel is concerned with the problems of the K^^|Q^(0‘ 
faculty and handles these problems sympathetically 
62. I do not hesitate to discuss any school problem 
with my principal 
63. Teaching gives me the prestige I desire 
64. My teaching job «natales me to provide a satis¬ 
factory standard of living for my family 
66. The salary schedule in our school adequately 
recognizes teacher competency 
1 I I 
t I 
jta j.m'1 rè <0 j 
r.idK?! 
66. Most of the people m the community 
and appreciate good education 
67. In my judgment, the community e a good plaça to feiOllPOf.> 
raise a fa ily ' ' 
68. This community respects rts teachers and treats 
them tike professional persons 
My pnnctpel acts ss though he e ir 
me and my problems 
jvôj 
r-rrn 
70. My school prmapol 
taes* the 
71. It is difficult for teachers to gain acceptance by * 
the people in the community | 
72. Teachers’ meetings as now conducted by our pnn- r * 
cipal waste the time and energy of the staff 
73. My pnncipal has a reasonable understanamq of the * 
problems connected wnh my teaching assignment 
74. I feel that my work is fairty by my pnncioal A ’** ' 0 
75. Saianes oaid m this school svstem comoare favor¬ 
ably with salaries m other systems with wmch 









Most of the actions of s 
86. 
87. 
m WMvo | 
f '•ii.i 
I ; 
The cooperstiveness of t 
helps make my work more enjoyable 
My students regard me with reaps ct and seem 
to have confidence m my profeeaemaf ability 
The purposes and object* ee of the school 
cannot bo achieved by the present curriculum 
The tsechsrs m our school have a desirable 
influence on the values and attitudes of their 
& 
This community expects ns teachers to mess 
with their school work 
lb me there is no more 
teaching 
Other teachers u 
of my work 
As a teacher in this community my nonprofee 
samel activities outside of school are unduly 
Aa a teacher. I think I am as competent as 
moat other teachers 
Our school curriculum does a good job of ore* 













The teachers in our school show a greet deal 
of initiative and creativity in their 
teaching assignments 
Teachers in our community foal free to discuss 
controversial issues in thetr classes 
My principal mes to make me feel comfortable 
when he visits my classes 
My pnncipal makes effective use of the mdhnd 
uai teacher s capacity and talent 
The people m this community, generally, have 
a sincere and wholehearted interest in the 
school svstem 
Teachers feel free to go to the pnncipal aoout 
problems of persona! and group welfare 
This community suooorts ethical procedures 
regarding the appointment and reappointment 
of the teaching staff 
This community ts willing to suoport a good 
program of education 
Our community exoects tne teachers to partic¬ 
ipate in too many social activities 
Community pressures prevent me from doing 
my oest as a teacrer 
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PURDUE TEACHER 0PINI0NA1RE 
FACTORS 
NO. 
L Tucner Raooort with Princioal  
2. Satisfaction with Taacnini 
1 Rapport Amon| Teachrs . 
4. Teachar Salary 
5. Teachtr Load . 
Elementary 
0*-l 
Response* and Weights 




N t ' 
_2v.L i 
/ ; : 
/ ; 
/ / ! 












6. Curriculum Issun . 





8. Community Support ot Education .. 
8. School Facilities and Services . 










PA .Prodeftty Agree 
PO = Probably Disagree 
0 .Disagree 
KEYS: Item Median Profilée 
1. Norm Profile* 2. Grouo Profile 
lOtti Percentile — _ __ Group  
50th Percentile  Median 
90th Percentile ...... 
Copyright 1970 Purdue Research Foundation 
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PTO - t 
TEACHER RAPPORT WITH PRINCIPAL 
ITEM NO. 
Opinionaire Items Elementary Responses and Weights 
2. Pie work of individual (acuity memoers is aooreciateo and 
commended Dy our onncioai      
]. Teachers feet (fee to criticize aditumstiative policy at (acuity 
meetings called by out onncioai        
«5. Our onncioai snows lavamsm m ms letations «un lise 



















My onncioai makes a leal effort to maintain dose contact with 
the faculty           
Our principal's leadership in faculty meetings challenge and 
stimulated our professional growth    .. .. 
My pnncioal makes my work easier and more oleasant  
My school ortncipal understands and recognizes good teaching 
   
^ y i • 
i  
\. 1 
The lutes and methods of communication between teachers and u--" • 
1 i \ I 
0* principal promotes a sens* of belonging among toe teachers | 7 ! \ -v ' 
My princioai is concerned with the oroblems of the faculty and \ i ; 
1 do not hesitate to discuss any school problem with my 
: 
; \ i \ 
My princioal acts as though he is interested m me and my ^ ll / 
My school brtncioat supervises rather than "snoooervises” \ 
Teachers' meetings as now conducted by our principal 
My principal has a reasonable understanding of toe problems 1 ^ ^ j ; 
- - -*t- -r-- ' i ■ 
1 1 \ '. 
. ! _ \  : 
My principal tries to make me feel comfortable when he visits j 




My principal makes effective use of the individual teacher s 
Teachers leet free to go to the principal about problems of 
personal and gtoup welfare  /1A. ' 
.4-1 PA-: PD-3 D-4 
• A - Agree 
PA , Prodadly Agree 
P0 - Probably Disagree 
0 - Disagree 
—interrxwtalion of itwm rssoonswe 
1. Usw the too margain tor unatarred items. 
2. Usa tna bottom margain tor w Starr ad items. 
KEYS: Itara Median Profiles 
1. None Profilas 2. School Profila 
10th Parcaatilo    School  
50th Porcentila  Madias 
90th Porcantilo   .   _ 
Copyright 1970 Purdue Research Foundauon 
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SATISFACTION WITH TEACHING 
Opinionaire Items Elementary Responses and Weights 
leacnmg gives me a great aeai of personal satisfaction r 









1 would recommend teaching as an xcupatton to students ! 
If 1 could earn as much money m another xcupation, 1 
would stop teaching  
i 
1 find my contacts with students, for the most part, 





— > .* 






\ \ .. v_; 




1 am at a disadvantage professionally because other 
teachers are better prepared to teacn than lam 
As far as 1 know, the other teachers think 1 am a good 
teacher...    ..   .„     i 
/ / f 
The “stress and strain" resulting from teaching makes 
teaching undesirable for me         
i 
A *•. \ 
\ '• V 
: i I 
My students regard me with respect and seem to have 
confidence in my professional aoility ..   . _.   
j 
/ .■ 1 , 
/ / ; i 
My students appreciate the help 1 give them with their 
school work   
/ / / 
L y v" - • r 8 
 J 1.X ! 
As a teacher, I think I am as competent as most other i ! s 
i \ 
1 a* ««II satisfied *iDi my present teaenmj position    
i 
i 
. . _.. >4\ 
S' 
. _L 
A-l PA-2 PD-3 D-9 
• A . Agree 
PA * Probably Agree 
P0 * Probably Disagree 
0 * Disagree 
~tnt«ror«tation of item responses 
1 Use the too morgain for unstirred items. 
2. Use the bottom marqam for «starred items. 
KEYS: Item Median Profile» 
1. Norm Profiles 2. School Profile 
10th Percentile _ _ _ _ School  
50th Percentile    Median 
90th Percentile _     _ 
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222 
PTO - 3 
RAPPORT AMONG TEACHERS 
Opinionaire Items Elementary Responses and Weights 
ITEM NO. 
«18. There is a great deal of griping, arguing, taking sides 
and feuding among our teachers  D-l* PD-2 PA-3 
22. Generally, teachers in our school do not take advantage 
of one another  
23. The teachers in our school cooperate with each other to 
achieve con»on, personal, and professional objectives ... 






4L The comoeteney of the teachers in on school compares 1 ■ 
favorably with that of teachers in obier schools with ! 




/ i \ 
■ 
t " T”T * 
/ 1 / .'! 
1 i 
! , 





S ' V 




80. The teachers in our school have a desirable influence on i 
 1  
. 
, 
 T7* . ■ 
i t 




i 1 1 
■ 
i ; \ i 
! . \ j 
9<L The teachers ie on school shorn s greet beat of initiative 
and creativity it their teaching assignments 
! 
i 






* A. Agree 
PA « Probably Agree 
PO - Probably disagree 
0 - Disagree 
—interpretation of item responses 
1. Use the too mergein for unstarred items. 
A-1 PA-2 PD-3 
KEYS: Horn Modion Profilas 
1. Hone Profiles 2. School Profilo 
10th Porcontile — — —_ School 
50th Porcontilo .............. Median 
D-4 
2. Use the bottom mergein for * starred items. p#re#Btjlo 
TEACHER SALARY 
Opinionaire Items Elementary Responses and Weights 
4. The Faculty feels that their suggestions pertaining to 
salaries are adequately transmitted by the administration D ,, 
to the ooard of education    










32. Within the limits of financial [«sources, the school tfies 


































75. Salants paid in this school systea connais favorably 













Q-l PD-2 PA-3 A-4 
* A. Agree 
PA . Probably Agree 
PD - Probably Oisagree 
0-(Disagree 
KEYS: It##» Median Profiles 
1. Norm Profit os 2. School Profil# 
10th Porcootilo — _ _ _ School  
50th P*rc»f»til#    Mod ion 
90th Porcontilo 
Copyright 1970 Purdue Research Foundation 
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PTO - 5 
TEACHER LOAD 
Opinionaire Items Elementary Responses and Weights 
ITEM NO. 
I. Details, "red tape," and requirad reports absorb loo t ,, D1, po j D-4 
n 6. Teachers m this school are eioected to do an unrcasomole 
'''1 
i 
n 10. My teachtnt Had is patter that that of most id the 
j 





















/ !■ • 
' / ! : 
n 40. My classas art used as a "dumping pound" lot oroOlera 
\ 





M : : 










A-1 PA-2 PD-3 D-4 
•A.*n« 
PA _ Probably Ape* 
PO - Probably Disagree 
D» Disagree 
KEYS: Itam Median Profilât 
1. Kona Profilât 2. SofTool Profila 
lOtir Parcantiia  School  
50*4 Parcantiia  Modi» 
90th Parcantiia — . _ 




Opinionaire Items Elementary Responses and Weights 
ITEM MO. 
PA . Probably Ajrw 
PO - Probably OiufrM 
0. 01.fTM 
"Intarpratallon of Itwn rnoonsn 
1. ÜM the too margain for unstarred items. 
2. Use the bottom margain for * starred items. 
KEYS: Item Median Profiles 
I. Nona Profiles 2. School Profile 
10th Percentile _ School  
50th Percentile    Median 
90th Percentile _ . _ . _ 




Opinionaire Items Elementary Responses and Weights 
ITEM NO. r o 
*A_A|IM 
PA . ProOMIy A|rn 
PO - ProtaOiy OiapM 
0 - OiU|'M 
—Interpretation at item rMponiM 
1. UM the too maroatn tor unatarred item*. 
2. UM the bottom margam tor ♦•tarred item*. 
KEYS: Item Median Profil*. 
1. Mena Profile* 2. Sc Keel Profile 
lOtti Percentile —— —Sc Keel  
50tK Percentile   Median 
90th Percentile 
Copyright 1970 Purdue Research Foundation 
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PTO - S 
COMMUNITY SUPPORT OF EDUCATION 
Opinionaire Items Elementary Responses and Weights 
ITEM NO. 
* A . Agree 
PA . Probably Agree 
PD-Probably Oisafrat 
D- Disafret 
KEYS: It«ni Median Profile» 
1. None Profile» 2. School Profile 
10th Percentile _ __ School  
50th Percentile  Median 
90th Percentile 
Copvntht lQ70 Purdue Research Foundation 
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PTO • 9 
ITEM NO. 
SCHOOL FACILITIES AND SERVICES 
Opinionaire Items Elementary Responses and Weights 
and equipment ...       . 




























Our school provides adequate clerical services lor the 


















Library facilities and resources are adequate lor the stade 















D-l PD-2 PA-} A-4 
'A.Apt* 
PA « Probably Apte 
PO - Probably Oisapee 
0.0 
KEYS: I tom Modi on Profil*» 
1. Nona Profiles 2. School Profil# 
10th Percentile ______  School _____ 
50th Porcontilo   Median 
90th Porcontilo _ . _ . _ 
Copyright 1^70 Purdue Research Foundation 
